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INTRODUCTION 
It has long been the desire of colleges and universities to 
admit into educational programs leading to certification for teaching 
only those individuals judged to possess a high potential for success 
in teaching. Selective admission into such programs is logical and 
reasonable if the criteria used in the selection process do, in fact, 
provide a valid and reliable assessment of probable success in teaching. 
It is a pleasure to work with young people who aspire to become 
teachers, but this pleasure can change to pain, when, in the final 
stages of undergraduate preparation, a student who is nearing certifica­
tion must be told to change to another vocation. Still more traumatic, 
perhaps, is the experience of those persons not really fitted for teach­
ing, who, because of lack of a valid selection process, are allowed to 
become certified and then proceed to fail in their first position. 
The experience of not finding success in one's chosen profession is 
never pleasant for the individual. When that profession is teaching, 
not only the teacher but also the students are deeply affected. 
The selective process for admission to candidacy for teacher 
certification varies widely from institution to institution. A com­
mon procedure, as reported by McClure (24), is to use the student's 
college grade-point average as a primary screening device. 
This is typically followed by an interview with a committee com­
prised of staff members from the particular department of education 
the student wishes to enter. The committee members often attempt to 
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judge the candidate's potential for success on a primarily subjective 
basis, with little or no objective information to guide them. 
The author is a graduate of the Agricultural Education Department 
of Iowa State University, and, therefore, experienced the selection 
process for teacher education as an undergraduate. To gain full 
admission to teacher education at Iowa State University a student must 
possess a college grade point average of at least 2.3 on the typical 
4.0 scale. Temporary admission may be granted to a student with a 
grade point average as low as 2.0, but this must be raised to the 
prescribed 2.3 before the student is allowed to student-teach. 
Before his interview with the agricultural education selection 
committee a student is required to complete an application form, a 
copy of which is included in the Appendix of this dissertation. 
Selection committee members are, therefore, in possession of con­
siderable information concerning the applicant, including his previous 
work experience, high school and college activity record, and family 
status. The student is also requested to write a short paragraph on 
the topic: Why I want to teach. 
The committee also utilizes scores from an interest inventory 
and a temperament or personality survey. Students in the Agricultural 
Education Department of Iowa State University usually complete the 
Strong Vocational Interest Inventory and the Guilford-Zimmerman 
Temperament Survey during an orientation course in their freshman 
year. 
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Although such test scores are considered by the selection com­
mittee, little is known about the actual predictive value of these 
instruments for students who aspire to teach vocational agriculture 
in Iowa. The primary purpose of this study was to investigate possible 
relationships between personality or temperament traits, as measured 
by the Gui1ford-Zimmerman Temperament Survey, and success in the 
teaching of vocational agriculture in Iowa, with the implication that, 
should significant relationships be found, this instrument might serve 
as an objective measure in the selection and admission of students 
into the teacher education program. 
As a student's college grade-point average is perhaps the most 
commonly used criterion for admission to teacher education programs, 
and because a specific grade-point average is required for such ad­
mission at Iowa State University, the predictive value of this factor 
was also investigated. 
In any endeavor concerned with teacher success, one is faced 
with the very real problem of defining such success and identifying 
those factors contributing toward its attainment. A secondary purpose 
of this study was to determine those factors judged to contribute 
most importantly toward the success, or lack of success of teachers of 
vocational agriculture in Iowa. Knowledge of such factors should be 
of great value to institutions providing similar education for pro-
soective teachers. 
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REVIEW OF LITEKATURE 
Selection of Candidates 
The screening of students prior to certification for teaching 
is often a continuing process. A typical sequence of screening stops 
in a four-year pre-service program was identified by research con­
ducted by McClure (24). These screening points for the student con­
sisted of: 1) admission to the institution, 2) formal admission to 
professional education, 3) admission to student teaching, 4) approval 
for graduation, and 5) certification. 
Research on screening points in secondary teacher education was 
reported by Boze and Day (5) in 1968. They surveyed selected institu­
tions throughout the United States who were engaged in education of 
secondary teachers and received responses from 43 institutions located-
in 32 states. The following findings were reported: 
1. Fifteen institutions indicated a candidacy screening 
program should begin during the sophomore year of college, while 
ten institutions indicated screening should begin during admis­
sion to college. 
2. The most common times reported for other checkpoints 
were: prior to student teaching (18 institutions), at the time 
of student teaching (nine institutions), before entry into pro­
fessional courses (five institutions), and prior to certification 
(five institutions). 
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3. Thirty-three schools recognized no standardized tests as 
valid instruments for measuring attitudes for prospective teachers, 
while four used the Minnesota Multiphasic Personality Inventory 
and three administered the Minnesota Teacher Attitude Inventory. 
4. Many institutions reported that location of a suitable 
test to measure attitude and predict teacher success was the 
greatest deterrent to a successful candidacy screening program 
at their school. 
5. Thirty-one respondents used college grade-point average 
as a screening device. 
6. Thirty-three institutions, providing education for 
secondary teachers, stated that recommendations from the student's 
major department should be required. 
McClure (24) reported that academic average and relatively sub­
jective decision-making comprised the screening process in the con­
ventional program of teacher training. This finding indicates there 
has been little change in the screening process during recent years, 
for 18 years earlier, Lawson (23) studied selective admission practices 
and reported little use of standardized tests, Lawson reported that 
only 42 of the 237 colleges that replied to his questionnaire were 
using a standardized test, and few of the institutions professed a 
belief in the validity of any such instrument. 
Although the use of academic grade point average and the personal 
interview may comprise the most common screening devices, they are by 
6 
no means the only ones. Inlow (17), from a study conducted to determine 
student-teaching practices in midwest institutions, reported that all 
institutions used the student's academic record. Other methods reported 
as a part of the routine procedures in the screening process included: 
student interview, the physical exam, use of standardized instruments, 
the autobiography, written faculty references, written character 
references, and psychiatric examinations. 
The screening of candidates for teacher certification implies 
that those persons charged with screening responsibility possess a 
knowledge of what "good teaching" is, and the ability to identify those 
personal characteristics which will enable an individual to become a 
"good teacher". Neither the evaluation of teaching, nor the identifica­
tion of such personal qualities are simple matters. Kuntz, in discus­
sing measurement and teacher education stated: 
There are no general prescriptions to be given to a dean, 
president, or administrator. There are three deceptively 
simple questions, all unanswerable. 1) Who should have 
addition».! experiences? 2) What experiences ought the 
individual to have? 3) What impact did the experiences 
have on the individual? We need to make decisions about 
these questions, but keeping in mind that decisions are 
made by people. When we decide that A is better than B 
or that this boy is more educable than that boy, we have 
established a value of relative worth (21, p. 145). 
Kuntz concluded that not all decisions are easy to make, nor are 
they made in the absence of far-reaching consequences. He expressed 
che view chac evidence which may be useful in measuremenc and ceacher 
education may be objective or subjective, but that there must be an 
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identification of product in some objective way, if test results are 
to find use in developing answers to the three questions he posed. 
Evaluation of Teaching 
The evaluation of teaching remains a topic of interest and 
importance to individuals concerned with education. Mitzel (27), 
has classified the types of criteria which have been used in evaluating 
teachers into three types; product criteria, process criteria, and 
presage criteria. Product criteria attempts to measure the outcome 
toward which the teaching is directed; the change in student behavior. 
While change in student behavior is regarded by some educators 
as the ultimate criterion, others are quick to maintain that factors 
other than the influence of the teacher contribute to changes in 
student behavior, and, therefore, it is not possible to evaluate the 
effectiveness of a teacher solely in terms of achievement of his students. 
Because of problems in measuring extraneous influences, the majority 
of research dealing with teacher effectiveness has not employed 
product criteria. Medley and Mitzel (25) report that of 138 studies 
they reviewed concerning teacher evaluation, only 19 used product 
criteria. 
Mitzel (27) defines process criteria as those types of teacher 
behavior believed to be desirable for effective teaching. Such 
UC.iiclVi.Oi. lUGuy Xiis» uns., w VA A. 4.^ 
materials, evaluation of student work, and maintenance of classroom 
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order. Process criteria are largely used in the domain of the local 
administrator, where decisions relative to retention, promotion and 
staff development are made. 
Presage criteria consists of those traits and qualities thought 
to be necessary for effective teaching. The real value of presage 
criteria is determined by their efficiency in predicting who will be 
an effective teacher and who will not. Specific factors such as grade-
point average, test scores on personality inventories, and past ex­
perience might be included in presage criteria. Presage criteria 
function primarily as predictors, and are commonly used both in 
screening candidates for certification to teach and for the local 
employment process. 
In their major work concerning the measurement and prediction of 
teaching efficiency or performance, Barr et al. (2) have indicated that 
teacher effectiveness may be essentially a relationship between teachers, 
students, and other persons concerned with the educational project, all 
affected by other limiting and facilitating aspects of the situation. 
Cosgrove (9), in an effort to obtain diagnostic measures of 
teacher performance, performed a factor analysis and obtained four 
specific factors thought to contribute to teacher effectiveness. 
These he labeled as: 1) knowledge and organization of subject matter, 
2) adequacy of relations with students in class, 3) adequacy of plans 
and procedures in class, and 4) enthusiasm in working with students. 
In an investigation of student teachers, Veldman (36) categorized 
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pupil responses concerning the student teachers into six factor dimen­
sions. These he identified as: 1) friendly and cheerful, 2) knowledg-
able and poised, 3) lively and interesting, 4) firm control, 5) non-
directive, and 6) general evaluation. 
Not all educators feel it is possible to measure good teaching 
objectively. In an article published in the NEA Journal, Combs (7) 
argued against attempting to tie good teaching to any specific, 
objective criterion. He expressed the view that good teaching is a 
highly personal matter, and it is highly improbable that we shall ever 
be able to define it in terms of any given trait, method, or competency. 
According to Combs, good methods, traits, and competencies have a 
bearing on good teaching, but the relationship is a statistical, rather 
than than a personal one. As such, it cannot be applied to a specific 
teacher in a specific situation. Even a generally good method may 
turn out to be a terrible one for the teacher who cannot use it, or 
for whom it does not fit. 
Combs expressed the view that educators can judge themselves, 
with a high degree of accuracy. To the question, "Are professional 
judgments fair?" he replied: 
This much is certain. They are more likely to be fair 
than the objective criteria some have sought as substitutes. 
While professional judgment lacks the precision we might 
like, it is far more accurate than objective measures of 
the wrong things. The objective criteria many researchers 
have been seeking are mere sançles of the process and can­
not substitute for it (7, p. 73). 
Educators have long recognized the impoii-âûCc of crcûtivcr.ccc ir. 
teaching. Over the years man has tried to understand what motivates an 
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individual to create. Stein (34) has summarized reported research 
which indicates the following about personality characteristics of a 
creative individual; 1) he is an achieving person, 2) he has a need 
for order, 3) he is curious, 4) he is self-assertive, self-sufficient, 
and possesses initiative, 5) he rejects repression, is less inhibited, 
less formal and less conventional, 6) he has persistence of motive, 
liking and capacity for work, self-discipline and perseverance, 7) he 
is independent, 8) he is well informed and has wide ranging interests, 
9) he is open to feelings and emotions, 10) he possesses vitality and 
enthusiasm, 11) he is aesthetic in his judgment and is value oriented, 
and 12) he is well adjusted in the broad sense of being socially useful 
and happy in his work. 
In the same general area as creativity lies the ability to change; 
to adapt to new situations and to adopt new methods and techniques. 
Frymier (11), in his article concerning teachers and change, suggests 
that while no two people are alike, to be effective, teachers must be 
able to cope with new stimuli and ideas and arrange the curriculum to 
meet the students' needs. A conclusion drawn by Frymier is that 
teachers who are psychologically open, preceptually uninhibited, and 
personally secure, are best equipped to cope, adapt and change. 
Teacher Personality 
Since uhib aùuùy i& upoa tha personality traite cf 
teachers, it is appropriate to review the literature concerning 
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personality and how personality instruments have been used in various 
educational institutions. 
Gage (12), in the Handbook of Research on Teaching, discussed 
the meaning of personality. He reported that as early as 1937, 
Gordon Allport identified at least 50 meanings that applied to the 
word "personality". 
Three of the meanings reported by Allport are : 
1) Personality is the appearance of the individual (even 
false appearance) as socially perceived. 2) Personality 
is the role or function an individual has in a group. 
3) Personality refers to the person as a psychological or 
unique whole, and as such, refers to a dynamic organiza­
tion of motives within the individual (12, p. 506). 
Many studies concerning personality, as related to teacher performance, 
have adopted a definition of personality quite similar to Allport's 
third definition. 
Walberg (37), following an investigation to determine if teacher 
personality characteristics predict classroom climate, reported that 
teachers with needs for dependence and power, order and change, had 
formal and subservient classes with little animosity displayed between 
class members. Those teachers identified as possessing needs for 
interaction had controlled, goal directed classes. Walberg hypothesized 
that students in the classrooms of such a teacher may feel less personal 
intimacy with each other because the teacher may monopolize affective 
grcup interaction. Teachers identified =« self-renrered had classes 
that were disorganized, constrained, loose in student supervision, and 
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lower in group status. Walberg concluded that teacher personality 
characteristics do, in fact, contribute to classroom climate. 
A teacher characteristics study, conducted by Ryans in 450 
school systems, determined three patterns of teacher behavior. Ryans 
described these patterns as: 
1) Warm, understanding and friendly, versus aloof, 
egocentric and restricted. 2) Responsible, businesslike 
and systematic, versus irresponsible and disorganized. 
3) Stimulating and imaginative versus dull and routine 
(30, p. 11). 
Standardized instruments have been developed to measure per­
sonality or temperament, and are commercially marketed. Some instru­
ments propose to assess an individual's personality in general, while 
others attempt to measure single traits. 
Farr (10) conducted a study to determine the use made of standard­
ized tests by the members of the American Association of Colleges for 
Teacher Education. A total of 443 institutions responded to his 
survey, the results of which he discussed at the 1965 annual meeting 
of the Association. 
The use of scholastic aptitude tests was most frequently reported 
by the colleges. Most of the institutions required such a test of 
all entering freshmen. Use of the Kuder Preference Record was reported 
by 62 schools, whereas 45 required the Strong Vocational Interest Blank. 
Only two personality inventories received more than five mentions 
of use in the screening of applicants for teacher education programs. 
These were the Minnesota Multiphasic Personality Inventory and the 
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Guilford-Zinnnerman Temperament Survey. Farr reported the use of these 
instruments as being less formal and carrying less weight than aptitude 
type tests. He suggested the need for local data to prove their useful­
ness in a selection program. 
Lamke (22), used Cantell's Sixteen Personality Factor Questionnaire 
to compare the scores of "good" and "poor" teachers as rated by their 
principals and two other observers. "Good" teachers were identified 
as being more talkative, cheerful, placid, frank, quick, gregarious, 
adventurous, frivolous, emotionally responsive and stronger artistically 
than "poor" teachers. 
The Edwards Personal Preference Schedule attempts to assess the 
relative strength of 15 personal dimensions. Sheldon et al. found 
that persons identified as potentially good teachers by the Minnesota 
Teacher Attitude Inventory had high scores for the Edwards Personal 
Preference Schedule dimensions of affiliation and dominance, and low 
scores for the dimensions of aggression, succorance and abasement. 
They interpreted their findings with the statement: 
The direction of the significant differences found in 
this study will not be surprising to those familar with 
public education. It would be expected that friendly 
teachers and teacher candidates, when compared to un­
friendly ones, would have a higher need for affiliation, 
and a lower need for aggression, succorance and abasement 
(32, p. 37). 
Getzels and Jackson (13) reviewed research concerning teacher 
personality and characteristics and presented their findings in the 
Handbook of Research on Teaching. They reported the Minnesota Teacher 
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Attitude Inventory as the most popular instrument for the measurement 
of teacher attitudes. 
This inventory was developed at the University of Minnesota, for 
the purpose of prediction of teacher-student relationships. The 
manual for the inventory states: 
Investigations carried on by the authors over the 
past ten years indicate that the attitudes of teachers 
toward children and school work can be measured 
with high reliability, and that they are significantly 
correlated with the teacher-pupil relations found in 
the teacher's classroom. The Minnesota Teacher Attitude 
Inventory has emerged from these researches. It is 
designed to measure those attitudes of a teacher which 
predict how well he will get along with pupils in inter­
personal relationships, and indirectly how well satisfied 
he will be with teaching as a vocation (8, p. 3). 
A study concerned with student teachers and designed to examine 
the validity of the Minnesota Teacher Attitude Inventory was reported 
by Stein and Hardy (33) in the Journal of Educational Research. Scores 
obtained on 126 student teachers were correlated with four types of 
classroom measures, including: 1) ratings by pupils of the student 
teachers' personalities, 2) ratings by pupils of the student teachers' 
lessons apart from their personalities, 3) adviser or supervising 
teacher ratings, and 4) a combination of the previously mentioned three 
ratings. The investigators concluded that student teacher attitudes 
are measured by the Minnesota Teacher Attitude Inventory with a fair 
degree of both validity and reliability. 
Teacher attitude not only affects classroom atmosphere. Kearney 
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and Rocchio (20) used the Minnesota Teacher Attitude Inventory to study 
teacher attitude in high schools. They reported that a high school 
teacher with undesirable teacher-pupil relations, who creates an 
atmosphere of tension, and who thinks in terms of subject matter to be 
covered, instead of in terms of what pupils need, feel, know, and can 
do, is more likely to fail students than a teacher who is able to main­
tain harmonious relations with his pupils. 
Confidence in the reliability of measurement instruments, as 
expressed by Cook et al.(8), authors of the Minnesota Teacher At­
titude Inventory, and by Stein and Hardy (33), is far from unanimous. 
Michael is (26) reported a lack of success in his efforts to predict 
success in student teaching from personality and attitude inventories. 
Michaelis administered a battery of instruments, including the Min­
nesota Multiphasic Personality Inventory, the Heston Personal Adjust­
ment Inventory, and the Minnesota T-S-E Inventory to candidates for 
certification who had completed student teaching. The success of the 
student teachers was evaluated by means of a joint rating by college 
supervisors and supervising teachers. 
He concluded that none of the scales included in the instruments 
he had used provided measurements significantly related to the rated 
success of student teachers. 
Lack of success in predicting performance of student teachers 
from attitude test scores was also reported by Sandgren and Schmidt (31). 
They divided a group of 393 student teachers into three criterion groups 
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on the basis of the student teachers* Minnesota Teacher Attitude 
Inventory scores. Investigation revealed no significant relationship 
between the scores and the student teachers' effectiveness as deter­
mined by their supervising teachers. The investigators concluded that 
this inventory cannot be used to predict probable success in teaching 
if ratings fay supervising teachers are used as the criterion of success. 
Farr (10) from his study to determine the use made of standardized 
tests by the members of the American Association of Colleges for Teacher 
Education, reported on the use of the Guilford-Zimmerman Tençerament 
Survey. At least five of the colleges responding to his survey men­
tioned use of this instrument in the selective admission of students to 
teacher preparation programs. 
According to Guilford and Zimmerman (15), authors of the test, the 
Guilford-Zimmerman Temperament Survey was developed to obtain a com­
prehensive view of individual personalities. Ten personality or 
temperament traits have been identified in this survey by means of 
factor-analysis. The instrument consists of 300 items and provides 
individual scores for the traits of: general activity, restraint, 
ascendance, sociability, emotional stability, objectivity, friendliness, 
thoughtfulness, personal relations, and masculinity. 
In a study conducted at the Iowa State University, Robinson (28) 
used the Guilford-Zimmerman Temperament Survey to measure if personality 
traits of Iowa vocational agriculture instructors differed from a 
normal adult population. He reported that the vocational agriculture 
instructors obtained higher mean scores on all ten personality traits 
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as measured by the Guilford-Zimmerman Temperament Survey. 
Robinson's sample of 265 instructors was then divided into four 
groups, on the basis of teaching success, as evaluated by each in­
structor's superintendent. He reported no significant differences in 
scores obtained for temperament traits among the four groups, with the 
exception of an inconsistent difference measured for the trait General 
Activity. 
Cowan and Gowan (14) administered the Guilford-Zimmerman Tempera­
ment Survey to 337 candidates for teaching credentials. They reported 
the prospective teachers scored significantly higher than the norms 
on a majority of traits: restraint, ascendance, sociability, emotional 
stability, objectivity, friendliness, and personal relations. 
In summarizing their review of research which utilized the Guilford-
Zimnerman Temperament Survey, Getzels and Jackson (13) reported that 
results obtained with this instrument are somewhat more consistent than 
those obtained with other personality tests. The authors noted, how­
ever, that the relatively small number of studies conducted with this 
instrument reduced the possibility of conflicting results. Gowan and 
Gowan concluded that teachers, as a group, are more likely to obtain 
"good" scores from the Guilford-Zimmerman Temperament Survey than a 
random group of adults. 
Grade-point Average 
Grade-point average is a measure commonly considered when a 
student applies for admission to a teacher education program. As 
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previously cited, Inlow (17) reported all 38 midwest institutions that 
responded to her survey indicated they used the student's academic 
record in the screening process. Although grade-point average has 
the advantage of being concise and readily available, questions are 
often raised concerning its predictive validity. 
Barr (2) reported a study which involved 60 vocational agriculture 
teachers in southern Wisconsin found no statistically significant 
correlations between teacher effectiveness and the vocational agriculture 
teacher's knowledge of technical agriculture, agricultural manipulative 
skills, knowledge of professional education, or combination of these. 
A nation-wide study of undergraduate academic achievement and 
performance in teaching vocational agriculture was conducted by 
Cardozier (6) in 1965. The population from which his sample was drawn 
included all teachers of vocational agriculture in the United States 
who were graduated from college during 1959 and 1960, who entered 
teaching in the state in which they graduated, and who were still 
teaching in that state three years later. 
Cardozier divided the teachers in his sample into three groups 
on the basis of undergraduate grade-point average. He discovered no 
difference in teaching performance between groups, and concluded that 
the study failed to establish a general relationship between under­
graduate achievement and performance. 
Cardozier noted that it is common practice to admit to candidacy 
for teaching only those students who have at least a 2.3 or 2.5 grade-
point average. A trend toward elimination of a specific grade-point 
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average requirement was also noted by Cardozier. In the discussion 
of his study, Cardozier stated that his study left unanswered the 
question of performance in teaching by students who had grade-point 
averages of less than that required by selection committees. Such 
students were presumably excluded from teacher education, did not 
enter teaching, and, therefore, were not included in the sample. 
It is easy to find conflicting reports concerning the validity 
of the use of grade-point average as a screening device in teacher 
education Jones (19) reported on the results of correlating two 
measures of teaching success, principals' ratings and pupil gain, with 
16 variables including undergraduate grade-point average in education 
courses. It was concluded that undergraduate academic achievement in 
formal education courses seemed to be the most relevant variable on 
pupil gain. 
This finding supported that of Stuit (35) reported 30 years 
earlier. Stuit examined the records of "superior" and "inferior" 
teachings, as rated by their principals and superintendents, and found 
that the majority of teachers rated superior were above average in 
scholarship. 
Summary 
In summary, many contradictory research findings have been 
reported in this RhVlhW OF Li'i'i^KÀ'i'UKE. Conflicting reports and opinions 
from across the nation make it difficult to draw conclusions. Perhaps 
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the most valuable conclusion to be drawn from this REVIEW OF LITERATURE, 
is that any criterion selected for use in screening applicants for 
teacher education, or in effect, predicting teacher success, should 
first be carefully evaluated by the institution that wishes to use it. 
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METHOD OF PROCEDURE 
Selection of Sample 
The population of interest in this study included all persons 
who qualified to teach vocational agriculture at Iowa State University 
during the years 1956 through 1970. 
As the study was designed, in part, to investigate success in 
teaching, and because the evaluation system chosen included evaluators 
from both within and without the school systems, it was felt that at 
least one full year of teaching experience was necessary to provide a 
basis for reliable evaluation. Therefore, individuals who qualified 
to teach during the year 1971 were not included in the population. 
Evaluators were requested to list the most important reasons con­
tributing to the success or lack of success of vocational agriculture 
teachers. One purpose for seeking this information was to provide 
insights into the strengths and weaknesses of the Department of 
Agricultural Education at Iowa State University. Individuals who 
qualified to teach prior to 1956 were excluded from the population, as 
it was felt that with each additional year since graduation, a teacher's 
level of success bears less relationship to his collegiate experience. 
Included in the study were those individuals who qualified to 
teach vocational agriculture at Iowa State University during the 
specified period, and who were teaching vocational agriculture in public, 
secondary schools in Iowa during the 1971-1972 school year. There 
were 131 individuals who met these criteria. 
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Sources of Data 
Data for this study were obtained from four sources. Names and 
addresses of all individuals teaching vocational agriculture in public, 
secondary schools in Iowa during the school year 1971-1972 were ob­
tained from the Agricultural Education Department of Iowa State 
University. Undergraduate grade-point averages were obtained from 
permanent departmental files, as were test scores from the Guilford-
Ziranerman Temperament Survey. 
Year of graduation and undergraduate major were obtained from 
the Alumni Office of Iowa State University, and were cross-checked 
with records of the College of Agriculture Placement Office. 
An evaluation of the success of each vocational agriculture teacher, 
together with reasons for success, or lack of success, was obtained by 
means of a questionnaire. 
System of Teacher Evaluation 
Perhaps the most critical part of the entire study was that of 
obtaining an evaluation of the success of the teachers of vocational 
agriculture. The validity of any relationships determined concerning 
teaching success centered upon this evaluation. There were two basic 
questions concerning this phase of the study: "Who should be entrusted 
with rating the success of the teachers?" and "What information should 
be collected?" 
Robinson (28), in an earlier study concerning vocational agriculture 
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teachers in Iowa chose the teachers' superintendents as evaluators. 
Superintendents were asked to appraise the success of teachers con­
cerning: 
1. Classroom effectiveness 
2. Supervised fanning programs 
3. Young and/or adult farmer programs 
4. Future Farmer of America programs 
5. Professional attitude and development 
6. Faculty and administration relationships 
7. Community relationships 
Success of teachers may be evaluated on the basis of a listing 
of factors considered to be important. Providing such a list, however, 
assumes the author is able to identify those criteria most important to 
successful teaching. A very real danger in such ai method is that factors 
very important to the success or lack of success of a teacher, as 
perceived by the evaluator, may be omitted from the list. 
Recognizing that a very important measure of success is "success 
in the eyes of one's constituency", the author chose to simply ask 
each evaluator for a rating of the success of his teacher of vocational 
agriculture, using a numerical scale ranging from 99 for "highly success­
ful to 1 for "very unsuccessful". A copy of the questionnaire used is 
included in the Appendix. 
In addition to the numerical success rating each evaluator was 
requested to list his three most important reasons for rating the 
teacher as he did. Those who evaluated the success of their teachers 
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as 50 or higher were asked to provide the three most important reasons 
for the teacher's success, whereas, evaluators who rated the success 
of their teacher as 49 or lower vere requested to list the three most 
important reasons for his lack of success. 
In consideration of the importance of the success evaluation 
to the entire study, the author did not wish to entrust the evaluation 
of each teacher to a single individual, nor to one class of individuals. 
Consequently, four evaluators were sought for each teacher, from four 
different classes of people who might logically be concerned with the 
success of their teacher of vocational agriculture. Chosen as evaluators 
were high school principals, high school instrumental music directors, 
presidents of local chapters of the Future Farmers of America, and 
county extension directors. 
Principals were chosen as representatives of the local school 
administration, and to provide insights into the reasons this faction 
perceives as most important to the success or lack of success of voca­
tional agriculture teachers. Principals were chosen over superintendents 
because it was felt they have more contact with the vocational agri­
culture teacher, other school staff, and with students. 
The high school instrumental music director was chosen as a 
representative teacher within the system. It was felt that instrumental 
music directors were not in a highly competitive position with voca­
tional agriculture teachers, and that music directors, through individual 
and small group instruction, had close contact with students. 
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In the mind of the author, the most important measure of a teacher' 
success is that provided by students of the teacher. As a student 
representative among the evaluators the local chapter president of the 
Future Farmers of America was chosen. This student, of necessity, has 
worked closely with the agriculture teacher, both in the classroom and 
at various FFA functions. He is very likely a junior or senior student 
who has completed several years of study in vocational agriculture, 
and thus is well aware of the program. 
County extension directors were selected to provide a community-
wide, general evaluation of the success of the teachers. These indi­
viduals usually have considerable contact with vocational agriculture 
teachers in endeavers such as local 4-H and FFA fairs and contests. 
Both the county extension directors and the teachers of vocational 
agriculture serve adults in their communities by providing educational 
opportunities. It is not uncommon for all professional agricultural 
workers within a county to meet together in monthly planning and co­
ordinating sessions. 
Collection of Data 
The questionnaires were color coded to provide instant identifica­
tion of returns. They were pretested by requesting evaluations of the 
ten teachers of vocational agriculture located nearest to Ames, Iowa. 
Nearby teachers were chosen for the pretest to enable personal contacts 
by the author should problems have arisen. 
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The questionnaires were mailed to all evaluators, together with 
a stamped return envelope, in April of 1972. A follow-up letter was 
sent three weeks after the original mailing to all individuals who 
had not returned their questionnaire. Response was outstanding, with 
returns received from all principals and county extension directors. 
One FFA president did not reply, nor did three instrumental music 
directors. Fortunately, the one FFA president who failed to return a 
questionnaire was from the same school as an instrumental music director 
who did not reply, thus only three teachers were deleted from the sample. 
Students who declare their undergraduate major as "agricultural 
education" at Iowa State University participate in an orientation 
course. During this course they are requested to complete various 
tests and forms, among which is the Guilford-Zimmerman Temperament 
Survey. Scores obtained by students remain as a part of their permanent 
records in departmental files. Guilford-Zimmerman Temperament Survey 
scores were obtained for 79 teachers who took this test as under­
graduates. 
This study represents an attempt to predict success of future 
teachers of vocational agriculture. The most valuable time to be able 
to predict such success would be when the student first expresses a 
desire to enter the teacher education program. As most students who 
apply for admission to teacher education do so at the end of their 
sophomore year, and since grade-point average is a factor commonly 
considered as a criterion for admittance to teacher education, the 
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grade-point average for each student at the end of his sixth quarter 
of college was also obtained from the teachers' permanent records. 
Data Collected 
Data collected and included as variables for all teachers included: 
1. Grade-point average at the end of the sixth quarter 
2. Number of years since qualification to teach 
3. Numerical rating of success by principal 
4. Numerical rating of success by instrumental music director 
5. Numerical rating of success by FFA president 
6. Numerical rating of success by county extension director. 
7. Reasons for rating by principal 
8. Reasons for rating by instrumental music director 
9. Reasons for rating by FFA president 
10. Reasons for rating by county extension director 
In addition, scores for ten personality traits as measured by the 
Guilford-Zimmerman Temperament Survey were obtained for 79 of the 
teachers. 
Processing of Data 
Data collected in numerical form from the teachers' permanent 
records and from the questionnaires were recorded on code sheets. 
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Reasons given by evaluators were categorized, coded numerically and 
also recorded on code sheets. All information was transferred to 
International Business Machine (IBM) cards. Treatment of the data 
was completed at the Iowa State University Statistical Laboratory. 
Selected data were plotted and printed using the OMNIIÀB program. 
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FINDINGS AND DISCUSSION 
Description of Sanrole 
Included in this study were 128 individuals who qualified to 
teach vocational agriculture at Iowa State University during the 
years 1956 through 1970, who were teaching vocational agriculture at 
the secondary level in Iowa during the school year 1971-1972. Three 
additional individuals met the sample criteria, but were not included 
in the study because of insufficient data. 
The number of teachers stratified by years since qualification to 
teach vocational agriculture is presented in Table 1. An inspection 
of data in Table 1 indicates that teachers of vocational agriculture 
in Iowa have left the profession at a rapid rate during the first few 
years of teaching. This finding agrees with a study conducted by 
Hoerner (16), in 1965. Hoerner reported the average tenure for teachers 
of vocational agriculture who were graduated from Iowa State University 
and entered teaching directly from college was only 5.4 years. He 
noted the fact of short tenure in the teaching of vocational agri­
cultural as being a major problem of the profession. 
Mean years elapsed since qualification to teach vocational agri­
culture was 6.1 for teachers included in the sample. Although this 
may seem to imply a trend toward longer tenure at first inspection, the 
reader is reminded that graduates during the school-year 1970-1971, 
or first-year teachers, were not included in the sample. 
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Table 1. Number of teachers included in the study by years since 
qualification to teach vocational agriculture 
Years since Number of Percent of Accumulative 
qualification teachers sample percent 
(N = 128) 
1 27 21.1 21.1 
2 16 12.5 33.6 
3 13 10.2 43.8 
4 9 7.0 50.8 
5 5 3.9 54.7 
6 9 7.0 61.7 
7 4 3.1 64.8 
8 2 1.6 66.4 
9 5 3.9 70.3 
10 5 3.9 74.2 
11 7 5.5 79.7 
12 7 5.5 85.2 
13 5 3.9 89.1 
14 4 3.1 92.2 
15 10 7.8 100.0 
Ten teachers, with 15 years since qualification, were still 
teaching at the time of this study. This unusually large number may 
perhaps be explained by data included in Table 2. 
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Table 2. Percentage of 1956-1970 graduates in agricultural education 
teaching vocational agriculture in Iowa during Jan., 1972 
Year Number of Number Percent 
graduates teaching 
1970 50 28 56.0 
1969 36 16 44.4 
1968 28 13 46.4 
1967 26 9 34.6 
1966 17 5 29.4 
1965 24 9 37.5 
1964 27 5 18.5 
1963 17 2 11.8 
1962 20 5 25.0 
1961 29 5 17.2 
1960 53 7 13.2 
1959 70 7 10.0 
1958 117 6 5.1 
1957 85 4 4.7 
1956 73 10 13.7 
Total 672 131 19.57 
Information regarding the percentage of graduates in agricultural 
education at Iowa State University during 1956-1970 is given in Table 2. 
During this 15-year period, 672 teachers of vocational agriculture 
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were graduated, but only 131 were teaching vocational agriculture in 
Iowa during January of 1972. The percentage of graduates who were 
teaching, stratified by year of graduation, ranged from 56 percent 
for 1970 graduates to 4.7 percent for 1957 graduates. The relatively 
large number of 1956 graduates still teaching in 1972 might be explained 
by examining the number of teachers graduated during this period. 
The year 1956 was one during which a large number of men were 
graduated in agricultural education, and was followed by two years with 
even larger numbers of graduates. It is possible many 1956 graduates 
entered teaching and then, in light of the large numbers of graduates 
in succeeding years, considered themselves fortunate to have teaching 
positions, and remained in the profession. 
Evaluation of Teaching Success 
This study was designed to Investigate criteria for determining 
probable success of teachers of vocational agriculture. As the 
measure of success in teaching the author chose to collect evaluations 
for each teacher from four sources: 1) the high school principal, 
2) the high school instrumental music director, 3) the president of 
the local chapter of the Future Farmers of America, and 4) the county 
extension director. 
Table 3 contains data concerning evaluations by the high school 
principals. 
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Table 3. Teacher success rating by high school principals 
Numerical Frequency Frequency as Accumulative 
success of the percent of percent 
rating rating total ratings 
99 11 8.6 100.0 
98 2 1.6 91.4 
95 14 10.9 89.8 
90 15 11.7 78.9 
88 1 .8 67.2 
87 1 .8 66.4 
85 9 7.0 65.6 
83 1 .8 58.6 
80 7 5.5 57.8 
77 1 .8 52.3 
75 24 18.8 51.6 
70 5 3.9 32.8 
65 4 3.1 28.9 
60 8 6.3 25.8 
50 12 9.4 19.5 
49 2 1.6 10.2 
45 2 1.6 8.6 
40 4 3.1 7.0 
35 1 .8 3.9 
25 3 2.3 3.1 
20 1 .8 .8 
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As revealed by information in Table 3, the range among teacher 
success ratings by high school principals extended from 20 to 99. 
Principals tended to choose numerical ratings at five-point intervals 
on the possible 1 to 99 numerical scale. The mode and median of the 
distribution was a rating of 75. Statistical analysis of the data 
presented in Table 3 revealed the mean of the distribution as 74.95 
and the standard deviation as 19.33. Only 13 of the teachers were 
evaluated to be below average in success whereas 11 teachers received 
the highest possible rating. 
One might conclude that high school principals, as a group, were 
well satisfied with the teachers of vocational agriculture in their 
school systems. 
High school instrumental music directors were selected to provide 
a peer evaluation of the vocational agriculture teachers' success. 
Instrumental music directors were chosen because of their close 
contact with students in individual and small group instruction, and 
because the author did not consider them as being in a highly com­
petitive position with the vocational agriculture teachers. 
Data revealing the evaluations of high school instrumental music 
directors are presented in Table 4. An inspection of the table reveals 
numerical ratings of success ranging from 30 to 99. The most commonly 
listed rating was 90, with 29 instrumental music directors reporting 
this evaluation score. The median rating was 85. Statistical analysis 
of the data presented in Table 4 determined the mean of the distribution 
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Table 4. Teacher success rating by high school instrumental 
music directors 
Numerical 
success 
ratings 
Frequency 
of the 
rating 
Frequency as 
percentage of 
total ratings 
Accumula 
percent 
99 21 16.4 100.0 
95 10 7.8 83.6 
90 29 22.7 75.8 
89 1 .8 53.1 
88 1 .8 52.3 
85 17 13.3 51.6 
82 1 .8 38.3 
80 13 10.2 37.5 
78 1 .8 27.3 
75 12 9.4 26.6 
70 3 2.3 17.2 
68 1 .8 14.8 
67 2 1.6 14.1 
65 2 1.6 12.5 
63 2 1.6 10.9 
60 3 2.3 9.4 
55 1 .8 7.0 
50 1 .8 6.3 
49 1 .8 5.5 
45 1 .8 4.7 
40 3 2.3 3.9 
35 1 .8 1.6 
30 1 .8 .8 
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to be 82.76, and a standard deviation of 14.97. 
Only 6.3 percent of the instrumental music directors rated voca­
tional agriculture teachers in their school systems as being below 
average in success, whereas, 46.9 percent evaluated the success of 
their teachers as 90 or above. 
From an inspection of data presented in Table 4, one might conclude 
that, in general, teachers of vocational agriculture were considered 
to be highly successful, as evaluated by another teacher in their school 
system. 
Information concerning evaluation of vocational agriculture 
teachers by presidents of local chapters of the Future Farmers of America 
is presented in Table 5. FFA presidents were chosen as evaluators be­
cause their position of leadership demands a close association with 
their vocational agriculture teachers. Most FFA presidents are junior 
or senior students who have completed several years of study in voca­
tional agriculture, and thus, are well aware of the vocational agriculture 
program. 
Many FFA activities, such as contests and leadership conferences 
are conducted away from the local school. Presidents of the local 
chapters commonly participate in such activities, and, therefore, are 
associated with their vocational agriculture teachers, in their roles 
as FFA advisers, both within the local school settings and away from 
their home communities. 
The data in Table 5 reveal FFA presidents utilized the entire range 
of the success rating scale. Numerical ratings of success ranged from 
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Table 5. Teacher success rating by presidents of local chapters of 
the Future Farmers of America 
Numerical Frequency Frequency as Accumulative 
success of the percentage of percentage 
rating rating total ratings 
99 10 7.8 100.0 
98 2 1.6 92.2 
97 1 .8 90.6 
95 8 6.3 98,8 
94 1 .8 83.6 
90 9 7.0 82.8 
89 1 .8 75.8 
88 2 1.6 75.0 
87 2 1.6 73.4 
86 1 .8 71.9 
85 10 7.8 71.1 
84 2 1.6 63.3 
82 2 1.6 61.7 
80 14 10.9 60.2 
75 20 15.6 49.2 
70 6 4.7 33.6 
67 1 .8 28.9 
65 5 3.9 28.1 
63 2 1.6 24.2 
60 5 3.9 22.7 
56 1 .8 18.8 
55 1 .8 18.0 
51 1 .8 17.2 
50 7 5.5 16.4 
49 1 .8 10.9 
48 1 .8 9.4 
45 1 .8 8.6 
43 1 .8 8.6 
40 3.1 7.8 
38 1 .8 4.7 
25 3.1 3.9 
1 1 .8 .8 
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99 to 1, with a rating of 75 being the most common of the distribution. 
Examination of the data reveal the median rating to be 80. Fourteen 
of the students, or 10.9 percent, rated the success of their teachers 
as 49, or lower. 
In general, however, students appeared to be well satisfied with 
their vocational agriculture teachers. Almost 90 percent of the FFA 
presidents rated the success of their teachers as 50 or higher, and 7.8 
percent of the students responded with the highest possible rating of 
99. 
Statistical evaluation of the scores in the distribution revealed 
a sample mean of 74.28; almost identical with that of the high school 
principals' evaluations. The standard deviation of the distribution 
was found to be 19.42. 
County extension directors of the Cooperative Extension Service 
were chosen as the fourth group of evaluators, to obtain a community-
wide, general evaluation of the success of the agriculture teachers. 
It is common for county extension directors to have considerable con­
tact with vocational agriculture teachers, in endeavors such as local 
4-H and FFA fairs and contests. Both the county extension directors 
and the teachers of vocational agriculture serve adults in their com­
munities as well as youth. It is not unusual for all professional 
agricultural workers within a county, including the vocational agri­
culture teacher and the extension director, to meet together for monthly 
planning sessions. 
39 
Data concerning the evaluation of success of the vocational 
agriculture teachers by county extension directors are presented in 
Table 6. An inspection of the data in Table reveals numerical ratings 
of success ranging from 99 to 25, with 75 as both the mode and median 
OÏ the distribution. 
County extension directors tended to avoid extremes in their 
evaluations. Only three highest possible ratings of 99 were observed; 
conversely, only three ratings below 40 were received, as is evident 
in Table 6. Statistical analysis of the data revealed a mean of 72.13 
for the rating distribution, with a standard deviation of 16.95. 
From information presented one might surmise that the majority 
of county extension directors were favorably impressed by the work of 
vocational agriculture teachers in Iowa. 
Presented in Table 7 are means and standard deviations of success 
ratings as obtained from the four evaluator groups. 
An examination of the mean ratings by the four evaluator groups 
as presented in Table 7, reveals that high school instrumental music 
directors tended to rate the success of their teachers of vocational 
agriculture considerably higher than the average of the other groups, 
and did so with less variability. Mean ratings of high school principals 
and local chapter presidents of the FFA, as well as standard deviations 
of the ratings, were found to be almost identical. The mean rating by 
the county extension directors was lowest among all groups. 
An analysis of variance of the means was performed to determine if 
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Table 6. Teacher success rating by county extension directors 
Numerical Frequency 
rating of of the 
success rating 
Frequency as Accumulative 
percentage of percentage 
total ratings 
99 3 2.3 100.0 
95 6 4.7 97.7 
94 2 1.6 93.0 
93 2 1.6 91.4 
90 13 10.2 89.8 
89 1 .8 79.7 
87 1 ,8 78.9 
85 12 9.4 78.1 
83 1 .8 68.8 
82 2 1.6 68.0 
80 10 7.8 66.4 
79 1 .8 58.6 
78 1 .8 57.8 
75 23 18.0 57.0 
74 1 .8 39.1 
73 1 .8 38.3 
72 1 .8 37.5 
70 5 3.9 36.7 
65 1 .8 32.8 
63 1 .8 32.0 
60 6 4.7 31.3 
57 1 .8 26.6 
55 3 2.3 25.8 
51 1 .8 23.4 
50 18 14.1 22.7 
49 4 3.1 8.6 
45 3 2.3 5.5 
40 1 .8 3.1 
35 2 1.6 2.3 
25 1 .8 .8 
differences among means were statistically significant. The analysis 
IS presenced in Table 5. 
Differences among means, significant at the .01 level, were 
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Table 7. Means and standard deviations of success ratings from 
evaluator groups 
Evaluator 
group 
Mean 
rating 
Standard 
deviation 
High school 
principals 74.95 19.33 
High school 
instrumental 
music directors 82.76 14.97 
Local chapter 
FFA presidents 74.28 19.42 
County extension 
directors 72.13 16.95 
Table 8. Analysis of variance of mean success ratings from 
evaluator groups* 
Source of Degrees of Sum of Mean 
variation freedom squares squares 
Between 
groups 3 8289.125 2763.041 
Within 
groups 508 161548.875 318.009 
Total 511 169838.000 
^^3 508 ' 8'688; F Table: One percent level - 3.78; Five 
percent level - 2.60 (38, p. 42). 
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discovered. The null hypothesis of no difference between means was 
rejected. 
From the rejection of the over-all null hypothesis of equal means, 
and in consideration of equal numbers of scores in each group, it is 
reasonable to conclude that the largest and smallest means differ 
significantly. 
The Scheffe' procedure for testing any and all possible com­
parisons between means (29, pp. 238-239) was employed to determine 
which pairs of means differed significantly. The critical difference 
between means, as determined by the Scheffe' procedure was found to 
be 6.625 at the .05 level of significance, and 7.506 at the .01 level, 
as illustrated in Table 9. 
Table 9. Difference between mean rating by high school instrumental 
music director and mean ratings by other evaluator groups 
Evaluator group Mean rating 
by evaluator 
group 
Mean rating 
by high 
school music 
directors 
Difference 
High school 
principals 74.95 82.76 7.81** 
FFA chapter 
presidents 74.28 82.76 8.48** 
County extension 
directors 72.13 82.76 10.63** 
Denotes significance at the one percent level. 
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Differences between the mean rating of the success of vocational 
agriculture teachers, as evaluated by high school instrumental music 
directors and mean ratings of success by all other evaluator groups 
were found to be significant at the .01 level. No other significant 
differences between means were discovered. 
At least two possible explanations for the high success ratings 
by instrumental music directors might be advanced. It is possible that 
music directors, as fellow teachers with vocational agriculture teachers 
in the same high school systems, may simply hesitate to give low success 
evaluations. However, it is also possible that instrumental music 
directors, through close relationships with students, have a very real 
knowledge of the success or lack of success of other teachers within 
their school systems. Music directors often provide individual lessons 
and small-group instruction. Much of their teaching is done in an 
informal atmosphere which may lead to relatively free communication 
between students and teachers, and students may discuss other teachers 
and other subjects. It is entirely possible that the higher success 
ratings given by instrumental music directors reflected their honest 
perception of the success of vocational agriculture teachers as compared 
to the success of other teachers within their school systems. 
Reasons for Success 
An obiective of this study was to discover what reasons or factors 
are considered as most important in evaluation of the success of 
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vocational agriculture teachers. To determine these reasons, each 
evaluator was requested to list the three most important reasons he 
considered when evaluating his teacher. Those who rated the success 
of their teachers as 50, or above, were asked to list the three most 
important reasons for his success, whereas, those evaluators who rated 
the success of their teachers as 49, or below, were asked to list the 
three most important reasons for his lack of success. 
A high percentage of the evaluators responded by providing three 
reasons, whereas, a few listed only one or two. Reasons for success 
or lack of success totaled 384 citings from high school principals, 375 
citings from instrumental music directors, 353 citings from FFA presi­
dents, and 327 citings from county extension directors, for a total of 
1,281 citings. 
Reasons for success in teaching could have been investigated by 
providing the evaluators with a check list of those factors considered 
to be important. A danger inherent in this method, however, is that 
factors or reasons very important to the success or lack of success of a 
teacher, as perceived by the evaluator, might be omitted from the list. 
Rather than being facilitative in the investigation, the list would then 
become restrictive. For this reason, the author chose to simply ask 
the evaluators for the reasons they considered most important to the 
success or lack of success of their teacher, thus giving the evaluator 
unlimited freedom in his response. 
Reasons for success were classified into 11 categories as follows: 
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1. Relationships with students 
2. Relationships with staff and adults 
3. Teaching methods 
4. Subject matter taught 
5. Command of subject matter 
6. Organizational ability 
7. Classroom control 
8. Motivational factors 
9. Dedication and industry 
10. Community relations 
11. Personal characteristics 
12. Demonstrated success 
Reasons for success of vocational agriculture teachers, categorized 
as "relationships with students", are presented in Table 10. 
Reasons for success of vocational teachers, which were categorized 
as "relationships with students" were cited 198 times by the evaluators. 
As might be expected, students listed the largest number of reasons in 
this area. It is evident that rapport with students, as well as interest 
in students, were considered important to success by all groups of 
evaluators. 
The qualities of being tactful and fair were mentioned only by the 
FFA presidents, who, as students, are most affected by those qualities. 
As experienced by the auchor while teaching vocaLioual agriculture, 
fairness in such matters as grading the work of students, and in the 
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Table 10. Relationships with students as reasons for success of 
vocational agriculture teachers 
Times cited by evaluator group 
High school High school FFA County 
principals instrumental presi- extension 
music dents directors 
directors 
Interested in students 13 16 11 5 
Listens to students and 
counsels with them 0 0 15 0 
Rapport with students 23 38 45 15 
Acceptance of people 
as they are 1 1 6 0 
Tactful and fair 0 0 9 0 
Total 37 55 86 20 
presentation of awards is of high importance to students. 
As revealed in Table 10, FFA presidents mentioned the reason "listens 
to students and counsels with them" 15 times, whereas, this factor was 
not mentioned by other evaluator groups. It is possible that members 
of the other groups were not aware of this activity by teachers of 
vocational agriculture. Vocational agriculture teachers are more than 
just teachers of subject matter, as one may conclude from data in 
Table 10. An important reason for their success, as evaluated by FFA 
presidents, is the counseling they do with their students. 
The author recognizes that the reasons llaLad In Tabic 10 are r.ct 
exclusively unique. The reason "rapport with students" may reflect 
Reasons 
cited 
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reasons such as "interested in students" and "acceptance of people 
as they are". Rather than generalizing and combining reasons, the 
author chose to present them as cited. 
It is the opinion of the author that reasons categorized as 
"relationships with students" are of primary importance to the success 
of the vocational agriculture teacher. 
Presented in Table 11 are reasons cited as important to the success 
of teachers of vocational agriculture as categorized under "relationships 
with staff and adults". Reasons within this category were most commonly 
cited by high school principals, followed by instrumental music directors 
and county extension directors. Only four reasons within this clas­
sification were cited by FFA presidents. 
"Cooperative with school staff" was the reason cited most often 
by high school principals, reflecting the importance of this factor to 
school administrators. Ten principals cited "good public relations" 
as an important reason for the success of vocational agriculture teachers. 
That teachers of vocational agriculture may have a great deal of 
influence on public, or school-community relationships was reported by 
the author from previous research. One-hundred members of a vocational 
agriculture adult farmer class, when questioned concerning the influence 
of the class in improving school-community relationships, responded as 
follows; 
Ninety-nine percent of the class members indicated that the 
adult farmer class had exerted at least "snmp" lr>fl»jer.ce in 
building improved school-community relationships, whereas 34 
percent indicated "much" influence and 38 percent of the 
members indicated "very much" favorable influence (3, p. 63). 
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Table 11. Relationships with staff and adults as reasons for 
success of vocational agriculture teachers 
Reasons 
cited 
Times cited by evaluator group 
High school High school FFA County 
principals instrumental presi- extension 
music dents directors 
directors 
Cooperative with 
school staff 23 15 
Rapport with students 
and adults 
Pleasant personality 
11 
6 
7 
10 
0 
4 
20 
8 
Good public 
relations 
Total 
10 
50 
8 
40 
0 
4 
5 
34 
Evidence that all reasons cited are not mutually exclusive is 
evident from the reason "rapport with students and adults" as cited in 
Table 11, and the reason "rapport with students" as cited in Table 10; 
The author feels they should not be combined, however, as 45 FFA presi­
dents cited "rapport with students", whereas no FFA presidents cited 
"rapport with students and adults". 
Apparently, high school students are much concerned with teacher-
student relationships and do not recognize the importance of teacher-
adult rapport. 
The reason for success listed as "pleasant personality" is a vague 
and general term, but a very real one to those who cited it. One high 
school principal listed this reason as: "Good personality. It is 
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hard to define, but he has it I" 
Information regarding reasons cited and categorized under 
"teaching methods" is presented in Table 12. 
Table 12. Teaching methods as reasons for success of vocational 
agriculture teachers 
Times cited by evaluator group 
Reasons High school High school FFA County 
cit^d principals instrumental presi- extension 
music dents directors 
directors 
Innovative teaching 
methods 5 8 14 8 
Involves everyone 1 5 13 0 
Effective home 
visits 3 1 10 
Use of field trips 3 6 6 0 
Clear and organ­
ized presentation 6 3 27 3 
Varies teaching to 
individual needs 4 0 4 0 
Total 22 23 65 11 
Evaluators cited reasons categorized under "teaching methods" a 
total of 121 times. More than one-half of these reasons were cited by 
FFA presidents. Only 11 reasons in this category were advanced by 
county exLeu&iuu JiicCluiS, probably rcflcctins the limited contact of 
this group with vocational agriculture teachers in the classroom. 
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Almost equal numbers of reasons in this grouping were given by 
high school principals and high school instrumental music directors. 
Perhaps the most significant finding one may draw from material 
presented in Table 12 concerns the large number of times students 
cited reasons in this category as important to vocational agriculture 
teacher success. Twenty-seven FFA presidents reported the clear and 
organized presentation of ideas as being one of three most important 
reasons for their teacher's success. Students are evidently greatly 
concerned with the effectiveness of their teacher in the classroom. 
The importance of participation by all members of the class was 
noted by 13 FFA presidents, five instrumental music directors, and 1 
principal. A related reason, "varies teaching to individual needs", 
was recognized by equal numbers of FFA presidents and high school 
principals. 
Agriculture and agricultural technology are constantly changing. 
It is important to the success of teachers of vocational agriculture to 
keep up-to-date. That the constituency of vocational agriculture teachers 
considers this area important is evident from data presented in Table 13. 
A sizeable number of evaluators within each group mentioned the 
importance of worth-while, up-to-date material as subject matter for 
vocational agriculture classes. While this reason was advanced most 
often by FFA presidents, it was cited at least ten times by members of 
all evaluator groups. The reason "use of real-life problems," mentioned 
four times by evaluators, could have been categorized as either a 
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Table 13. Subject matter taught as a reason for success of vocational 
agriculture teachers 
Times cited by evaluator group 
Reasons 
cited 
High school 
principals 
High school 
instrumental 
music 
directors 
FFA 
presi­
dents 
County 
extension 
directors 
Worth-while up-
to-date material 10 16 19 15 
Use of real-life 
problems 0 1 3 0 
Total 10 17 22 15 
"teaching method" or a "subject matter" item. The author chose to 
include it within the subject matter category, for he concluded that 
for problems to be considered "real-life", they must also be "up-to-
date." 
The curriculum of the Department of Agricultural Education at 
Iowa State University contains a high proportion of course work dealing 
with technical agriculture. In addition to college courses in agri­
culture, most teachers of vocational agriculture have had first-hand 
experience with farming. Hoerner (16) reported 86.4 percent of the 
parents of agricultural education graduates included in his study were 
farmers. 
Evidence that vocational agriculture teachers are well prepared 
in their subject matter area, and that this factor is important to 
teacher success, may be found by an inspection of data in Table 14. 
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Table 14. Command of subject matter as a reason for success of 
vocational agriculture teachers 
Times cited by evaluator group 
Reasons 
cited 
High school 
principals 
High school 
instrumental 
music 
directors 
FFA 
presi­
dents 
County 
extension 
directors 
Knowledge of subject 
matter 45 40 33 32 
Knowledge of related 
agri-business areas 1 1 0 1 
Total 46 41 33 33 
One-hundred and fifty evaluators cited "knowledge of subject 
matter" as a reason of importance to the success of their vocational 
agriculture teacher. This was the largest number of times cited for 
any one reason in the entire study. The reason was mentioned a large 
number of times by each group of evaluators, indicating that it is com­
mon practice to evaluate an agriculture teacher's success on this 
criteria. 
Knowledge of related agri-business areas was cited as an important 
reason for success by only three evaluators. This does not necessarily 
imply that a knowledge of related agri-business areas is not important 
to the success of teachers, for many evaluators inay have considered the 
teaching of agri-business material as an intregal component of subject 
matter. 
The data in Table 15 illustrate the importance of organizational 
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Table 13. Organizational ability as a reason for success of vocational 
agriculture teachers 
Times cited by evaluator group 
High school High school FFA County 
principals instrumental presi- extension 
music dents directors 
directors 
Well organized 16 14 3 16 
ability to success in teacher as perceived by evaluator groups. Equal 
numbers of high school principals and county extension directors cited 
this reason. While 14 instrumental music directors listed this factor 
as an important reason, only three students mentioned organizational 
ability as a separate factor. The reader may recall, however, that 
students listed "clear and organized presentation of ideas" 27 times, 
as reported in Table 12. One might conclude that students have con­
sidered organizational ability to be an intregal part of teaching, 
whereas other evaluators tended to consider it as a separate factor. 
Reasons related to classroom control were reported a total of 37 
times by evaluators. Information regarding classroom control is given 
in Table 16. 
Reasons related to classroom control, or discipline, were received 
from 37 evaluators. While it might be anticipated that this factor 
would rate as important to high school principals, it was cited even 
more often by FFA presidents. FFA presidents tended to differentiate 
between "classroom control" and "classroom control with a good atmos­
phere." Typical comments from students who rated their teachers as 
Reasons 
cited 
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Table 16. Classroom control as a reason for success of vocational 
agriculture teachers 
Times cited by evaluator group 
Reasons 
cited 
High school 
principals 
High school 
instrumental 
music 
directors 
FFA 
presi­
dents 
County 
extension 
directors 
Classroom control 
with good class 
atmosphere 6 5 10 1 
Classroom control 7 4 4 0 
Total 13 9 14 1 
above average in teaching success were: "He is strict in class but 
we also have fun" and "He has the ability to control kids and still 
have good student relationships." Five instrumental music directors 
and six principals also specifically mentioned maintenance of good 
classroom atmosphere while citing classroom control as a factor important 
to the success of their agriculture teachers. 
Classroom control was mentioned only once by county extension 
directors, possibly implying little contact of the county extension 
directors with vocational agriculture teachers in the teachers' class­
rooms . 
Reasons related to motivation were cited 107 times by the evaluators, 
with high school instrumental music directors advancing the largest 
total number of reasons in this category. Information regarding 
motivation is given in Table 17. Both the study of vocational 
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Table 17. Motivational factors as reasons for success of 
vocational agriculture teachers 
Times cited by evaluator group 
Reasons 
cited 
High school 
principals 
High school 
instrumental 
music 
directors 
FFA 
presi­
dents 
County 
extension 
directors 
Enthusiasm 14 11 0 6 
Builds student 
interest 1 12 12 2 
Encourages and 
motivates 7 8 11 2 
Interested in 
agriculture 7 11 2 1 
Total 29 42 25 11 
agriculture and participation in instrumental music are usually electives 
for the student. Instrumental music directors are evidently well aware 
of the importance of student interest and instructor enthusiasm as im­
portant factors contributing to the success of teachers of elective 
courses. 
The number of responses by evaluator groups ranged from 11 from 
county extension directors to 42 for the music directors. High school 
principals and county extension directors tended to recognize enthusiasm 
in general, whereas students cited "builds student interest" and the 
reason "encourages and motivates" separately. 
Some members from all evaluator groups recognized the importance of 
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the teacher of vocational agriculture having interest in agriculture, 
reflecting, perhaps, that one can not likely inspire interest concerning 
a topic unless he himself is interested. 
To be a successful teacher of vocational agriculture usually re­
quires much more time and effort on the part of the teacher. It is 
common for such teachers to work not only with high school students, 
but also with adults within their conanunities. Most departments of 
vocational agriculture provide regularly scheduled adult and/or young 
farmer classes, and some departments provide exploratory courses for 
junior high students. All of these endeavors are usually carried out 
by only one teacher. During the school year of 1971-1972, only 12 
high school vocational agriculture departments in Iowa were staffed by 
more than one teacher (18). 
That evaluators of vocational agriculture teachers recognize the 
importance of dedication, hard work, and willingness to spend long hours 
on the job, is evident from information in Table 18. 
Large numbers of evaluators, among all groups, recognized the im­
portance of hard work and dedication to the success of teachers of 
vocational agriculture. Reasons within this category were cited a 
total of 205 times, the highest response for any of the 11 classifica­
tions of reasons. 
Equal numbers of county extension directors and high school 
principals cited hard work on the part of the agriculture teachers 
as one of three most important reasons contributing to their success, 
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Table 18. Dedication and industry as reasons for success of 
vocational agriculture teachers 
Times cited by evaluator group 
Reasons 
cited 
High school 
principals 
High school 
instrumental 
music 
directors 
FFA 
presi­
dents 
County 
extension 
directors 
Works hard 23 19 11 23 
Willing to spend 
extra hours 14 15 9 10 
Conscientious and 
attempting to 
improve program 15 6 8 6 
Dedicated to 
teaching 8 18 6 10 
Pride in profession 3 0 0 1 
Total 63 58 34 50 
with 23 individuals from each group advancing this reason. 
"Dedication to teaching" and "willing to spend extra hours" were 
reasons often cited by instrumental music directors. As fellow teachers 
within the same high school systems, music directors are probably well 
aware of these qualities among teachers, and 33 responses citing these 
two reasons were noted from this group of evaluators. 
From the information in Table 18, there can be little doubt that 
willingness to work hard and dedication to teaching are important 
criteria for success in ceaching agriculi,ui'£. Evaluctcrc listed the?? 
reasons as important to the success of teachers whom they had rated 
58 
above average in success. One might conclude that evaluators, in general, 
were favorably impressed with the hard work and dedication of Iowa 
teachers of vocational agriculture. 
At least two noteworthy facts are revealed in Table 19; the 
emphasis placed by county extension directors upon community relations 
Table 19. Community relations as reasons for success of vocational 
agriculture teachers 
Times cited by evaluator group 
Reasons 
cited 
High school 
principals 
High school 
instrumental 
music 
directors 
FFA 
presi­
dents 
County 
extension 
directors 
Active in community 
service projects 5 7 0 11 
Cooperation with 
community 
organizations 0 0 0 26 
Effective 
communication 
with adults 5 3 0 8 
Total 10 10 0 45 
as important to the success of teachers of vocational agriculture, and 
the lack of community relations reasons cited by FFA presidents. 
Responses pertaining to community service, cooperation with non-
school community organizations, and communication with adults within 
the communic-y were ciced a toc«I of 65 Llwco u> Llic êvâluâtors, with 
45 (almost 70 percent) received from county extension directors. County 
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extension directors are charged with coordinating county wide educa­
tional programs and endeavors, and evidently value highly cooperation 
received from vocational agriculture teachers. Several extension 
directors included specific comments related to cooperation received 
from vocational agriculture teachers and FFA chapters at local fairs 
and contests. 
High school principals and instrumental music directors also 
cited reasons classified under "community relations", although not 
to the extent as county extension directors. Evaluators within both 
groups recognized the importance of participation in community service 
projects as well as the ability to communicate effectively with adults 
within the community. 
The lack of response from FFA presidents in citing reasons clas­
sified within this category is consistent with their failure to mention 
other teacher-adult relationships as important to the success of voca­
tional agriculture teachers. As illustrated in Table 11, "cooperation 
with school staff" and "good public relations were not cited by FFA 
presidents. Evidently, vocational agriculture students, as typified 
by FFA presidents, are very much concerned with student-teacher relation 
ships, but do not place a high value upon teacher relationships with 
other adults. 
Personal characteristics as reasons for the success of teachers 
of vocational agriculture are presented in Table 20. Individuals 
within each evaluator group advanced reasons within this category as 
60 
Table 20. Personal characteristics as reasons for success of 
vocational agriculture teachers 
Times cited by evaluator. group 
High school High school FFA County 
principals instrumental presi- extension 
music dents directors 
directors 
Maturity 5 4 1 1 
Leadership ability 1 2 1 4 
Confidence and 
courage 0 0 1 3 
Pleasant voice 0 0 2 0 
Well groomed 0 2 0 0 
Integrity 2 2 1 2 
Total 8 10 6 10 
important to the success of their teachers, however, no single char­
acteristic stands out as highly important. High school principals 
and instrumental music directors were most concerned with maturity, 
whereas more extension directors cited "leadership ability" and "con­
fidence and courage" than any of the other characteristics. No personal 
characteristics were cited more than twice by FFA presidents. 
Many evaluators chose to rate the success of their vocational 
agriculture teachers on the basis of such factors as growth of the 
vocational agriculture program, success of graduates, and community 
respect. Reasons such as these were categorized as "demonstrated 
Reasons 
cited 
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success" and are presented in Table 21. 
Table 21. Demonstrated success as reasons for success of 
vocational agriculture teachers 
Times cited by évaluator group 
Reasons 
cited 
High school 
principals 
High school 
instrumental 
music 
director 
FFA 
presi­
dents 
County 
extension 
directors 
Growth of program 3 6 3 4 
Successful graduates 1 1 0 1 
Successful FFA 9 22 11 23 
Successful adult 
program 10 4 2 2 
Respected by 
community 1 4 0 13 
Total 24 37 16 43 
Responses falling within this category were received from members 
of all evaluation groups. The responses classified as "demonstrated 
success" are in actuality "product criteria", as identified by Mitzel 
(27); measures of the teacher's effectiveness or success. 
From information in Table 21 one might conclude that the success 
of the FFA chapter, for which the vocational agriculture teacher serves 
as adviser, is an important criterion of success. This reason was 
cited a total of 65 times; most often by county extension directors and 
instrumental music directors. That the success of the FFA should be 
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included among product criteria is reasonable, for the FFA is a very 
visible portion of the local vocational agriculture program. Members 
of the FFA are often involved in leadership activities, educational 
contests, and consnunity service activities, and such activities are 
usually well publicized. 
Ten high school principals mentioned the success of the adult 
education courses conducted by teachers as an important measure of 
success, consistent with their citing of "effective communication with 
adults" as illustrated in Table 19. Thirteen county extension directors 
cited "respected by community" as important. A typical comment, made 
by county extension directors when discussing respect was, "He has 
earned the respect of the community as an expert in his field." 
A summary of reasons important to the success of vocational 
agriculture teachers, as advanced by the four evaluator groups is 
presented in Table 22. 
Reasons classified within the category "dedication and industry" 
were cited most often; a total of 205 times. Reasons listed under 
"relationships with students" were cited 198 times, followed by responses 
classified under "command of subject matter", listed 153 times, and 
under "relationships with staff and adults", cited 128 times. Reasons 
categorized under "teaching methods" and "motivational factors" were 
cited 121 and 107 times, respectively. 
Process criteria, categorized as "demonstrated success" were also 
cited as reasons for evaluating teachers of vocational agriculture as 
Table 22. A summary of reasons for success of vocational agriculture teachers 
Times cited by evaluator group 
Category High school 
principals 
High school 
instrumental 
music directors 
FFA 
presidents 
County 
extension 
directors 
Total 
Relaticnshlps with 
student s 37 55 86 20 198 
Relationships with 
staff find adults 50 40 4 34 128 
Teaching methods 22 23 65 11 121 
Subject: matter taught 10 17 22 15 64 
Command of subject matter 46 41 33 33 153 
Organisational ability 16 14 3 16 49 
Classroom control 13 9 14 1 37 
Motivational factors 29 42 25 11 107 
Dedica:ion and industry 63 58 34 50 205 
Commun Ity relations 10 10 0 45 65 
Personal characteristics 8 10 6 10 34 
Demons crated success • 24 37 16 43 120 
Total 328 356 308 289 1281 
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above average in success. 
The interpretation might be made that the one most important factor 
necessary for success in teaching vocational agriculture in Iowa is the 
ability to have good relationships with other people. Reasons catego­
rized under "relationships with students" and under "relationships with 
staff and adults" could be combined under this classification, resulting 
in a total of 326 evaluator responses for this factor. 
Highly important to the success of a vocational agriculture teacher 
are the the qualities of dedication and industry; the willingness, on 
the part of the teacher, to work hard and give freely of his time in 
fulfilling the responsibilities of a position which he considers satis­
fying and worthwhile. 
Command of subject matter and a sound knowledge of teaching methods 
also rank highly as necessary factors for success in teaching vocational 
agriculture in Iowa. It is in this area that the Department of Agri­
cultural Education could make the greatest contribution toward insuring 
success of future teachers of vocational agriculture. 
Reasons for Lack of Success 
Educators are interested not only in why teachers succeed, but also 
in why some teachers fail. Evaluators who had rated the success of 
their teacher of vocational agriculture as below average were asked to 
list the three most important reasons for his lack of success. Many 
and varied reasons were listed by evaluators. Following are reasons 
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for lack of success of vocational agriculture teachers as cited by 19 
high school principals: 
1. Unsatisfactory discipline (cited 14 times) 
2. Inability to relate to students (cited 5 times) 
3. Lack of organization (cited 5 times) 
4. Lack of interest in entire school program (cited 4 times) 
Other reasons for lack of success in teaching vocational agri­
culture, but cited only once or twice were: 
1. Poor relations with school staff 
2. Lack of rapport with farm population 
3. Out-of-date with the times 
4. Lack of ag-related material in curriculum 
5. Boring, nonvaried teaching methods 
6. Lack of follow-through 
7. Lack of understanding for below average students 
8. Lack of communication with parents 
9. Lack of self-confidence 
10. Poor personal appearance 
11. Lack of patience 
12. Inflexibility 
13. Inability to accept minute wrongs in school system 
14. Lack of initiative 
15. Devotion of less than full-time to teaching 
16. Not interested in field 
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17. Unrealistic goals for department and students 
18. Poor up-keep of facilities 
19. Difficult teaching situation and lack of facilities 
20. Lack of punctuality 
21. Failure to keep administration informed 
22. Not responsible in enforcing state regulations 
It is evident from the data presented that the number one reason 
for lack of success of vocational agriculture teachers, as cited by 
high school principals, is unsatisfactory discipline. Inability on the 
part of the teacher to maintain satisfactory discipline may reflect a 
lack of student respect for the teacher, for any number of reasons. 
It is possible that other reasons cited, such as lack of organization, 
out-of-date material, and boring teaching methods contribute to lack of 
student respect for the teacher, and, therefore, to lack of satisfactory 
discipline. 
High school principals wish to be informed about what the teacher 
of vocational agriculture is doing, and conversely, desire their 
teachers of vocational agriculture to be concerned with the entire educa­
tional program. A typical comment, illustrating these wishes follows: 
"If I had ranked our teacher of vocational agriculture 
purely on his work and teaching success within the confines 
of his classroom and shop, I would have ranked him as "75". 
If I had ranked him in light of our overall administrative 
and educational program, I would have ranked him at "25". 
Had I ranked him in the latter way, I would have listed his 
three major shortcomings as; 1) taiiure to keep Lue aJ-
ministration informed as to what he and his students are 
doing, 2) failure to get administrative approval of 
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activities which affect the entire school program, and 
3) his lack of knowledge of overall objectives and goals 
of the entire school structure." 
High school instrumental music directors tended to rate the teachers 
of vocational agriculture within their school systems higher than any 
other group. Only ten music directors rated their agriculture teachers 
as below average in success. The only reason listed at least five 
times by instrumental music directors as contributing to the lack of 
success of their teacher was "lack of satisfactory discipline." This 
reason was cited five times, or by 50 percent of the music directors 
who evaluated their teacher of vocational agriculture as below average 
in success. 
Other reasons listed as important in the lack of success of 
vocational agriculture teachers were: 
1. Failure to earn student respect 
2. Inability to relate with students 
3. Teaching which is too text-book oriented 
4. Lack of knowledge in mechanics 
5. Inadequate supervision of students working 
6. Failure to challenge students 
7. Does not follow projects through to completion 
8. Only takes distant field-trips; misses good ones nearby 
9. Lack of organization 
11. Lazy, poor work habits 
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12. Failure to devote sufficient time to teaching. 
Only one of the reasons advanced by instrumental music directors 
as important to the lack of success of their high school vocational 
agriculture teachers was not an opposite of a positive reason cited 
for the success of teachers. This reason was, "only takes distant 
field-trips; misses good ones nearby." 
In consideration of the high rating of success awarded to teachers 
of vocational agriculture by instrumental music directors, and in light 
of the few reasons cited for lack of success, it might be concluded 
that high school instrumental music directors, as a group, are very 
favorably impressed with the work of their teachers of vocational 
agriculture. 
Ratings of the success of vocational agriculture teachers, as 
evaluated by FFA presidents, ranged from 99 to 1. Whereas the majority 
of the students rated the success of their teachers as above average, 
19 evaluated their teachers as being below average in success and listed 
the most important contributory reasons. 
Reasons cited for lack of success by FFA presidents included; 
1. Lack of ability to get along with students (cited 3 times) 
2. Out-of-date teaching material (cited 3 times) 
3. Boring teaching methods, doesn't try new ideas 
(cited 4 times) 
4. Wants everything his own way (cited 4 times) 
5. Disorganized, often unprepared (cited 3 times) 
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6. Inability to control the class (cited 3 times) 
Many other reasons were cited by only one or two evaluators. Students 
often added explanatory comments to clarify their reasons. Reasons 
listed once or twice included: 
1. Feels his generation is superior to ours 
2. Only teaches from books 
3. Material unimportant to our area of the state 
4. Teaching of the same material every year 
5. Consistently low grades discourage students 
6. Unfair grading system, plays favorites 
7. Doesn't discuss assignments 
8. Too elementary in approach 
9. Doesn't follow through on assignments 
10. Gives special assignments to girls 
11. Argues with students in class 
12. Cannot maintain class interest 
13. Doesn't express ideas clearly 
14. Often loses his temper 
15. Lack of patience 
16. Lack of leadership ability 
17. Does not give full time to teaching 
18. Does not promote FFA activities 
19. Complains about work load 
20. Immediately preceded by an excellent teacher 
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Many of the reasons cited for lack of success are related to 
teaching methods and materials. Students are evidently very much con­
cerned with the quality and style of instruction provided by the teacher. 
It is in this very area that teacher preparation courses can make their 
greatest contribution, for teaching methods, unlike personality factors, 
can be taught in the college classroom. 
Typical comments, related to reasons for lack of success as 
advanced by FFA presidents included: 
"All we get is work sheets and lectures and this does not 
bring the class together. We need a teacher that gets along 
with the kids and vice-versa." 
"He needs to try some new teaching ideas." 
"He gives special assignments to the only girl, excluding 
her completely from regular class activities." 
One student noted the difficult position of a new instructor who 
is following a previous teacher who was well liked and considered to 
be an excellent teacher. The author fully agrees with this student. 
Teacher educators in agricultural education could best serve beginning 
teachers, and vocational agriculture in general, by encouraging the 
placement of only experienced and successful teachers in such vacancies. 
County extension directors recognized the importance of involvement 
in joint educational endeavors and the necessity to keep up-to-date 
in agricultural technology as being essential to the success of teachers 
of vocational agriculture. Conversely, they cited failure to meet 
these criteria as important reasons lui i \ \ e  lack cf cticcccs cf v o c e . t i o v . ^ l  
agriculture teachers. These reasons, plus the reason, "lack of drive 
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and follow-through", were each cited at least four times by county 
extension directors who had evaluated the success of their teachers 
as below average. 
Only 14 teachers of vocational agriculture were rated as being less 
than average in success by the county extension directors. Other 
reasons cited, in addition to those most often mentioned, included: 
1. Poor command of subject matter 
2. Lack of creativity in teaching approach 
3. Disproportionate amount of time spent with too few 
students in activities such as judging contests 
4. Lack of organization 
5. Failure to maintain open channels of communication 
6. No publicity from the department 
7. Does not involve community in vocational agriculture 
programs 
8. Nonrelated activities interfere with teaching 
9. Oriented to only local problems 
10. Critical 
11. Not dependable 
12. Arrogant personality 
County extension directors, more than other groups of evaluators, 
recognized that lack of teacher success is not always the fault of the 
teacher. Reasons cited within this category included: 
1. Lack of cooperation from school administration 
2. Too heavy a teaching load 
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3. Poor physical facilities 
Extension directors often stated that their evaluations were general, 
due to limited contact with the vocational agriculture teachers. A 
typical explanatory note listed by extension directors was: 
"This evaluation is based upon his degree of approval by 
the entire community. We have had limited contact, but 
everything I have heard is favorable." 
Such a broad, community-wide evaluation was precisely the type of evalua­
tion hoped for by the author in the choice of county extension directors 
as an evaluator group. 
Personality Traits as Prediction Criteria 
A high proportion of the reasons given for both the success of 
teachers of vocational agriculture, and for their lack of success are 
related to interpersonal relationships. Good personal relationships 
with others were cited 326 times as reasons for success in teaching 
vocational agriculture, whereas reasons related to unsatisfactory 
interpersonal relationships were advanced 29 times as important factors 
contributing to teachers' lack of success. 
That colleges which conduct teacher education programs consider 
personality as an important predictor of teaching success is evident 
from a study conducted by Farr (10). From a survey of the members of 
the American Association of Colleges for Teacher Education, Farr 
reported 61 colleges required the of personality measurement 
instruments either when students entered college, or previous to being 
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admitted to the teacher education program. 
The Department of Agricultural Education at Iowa State University 
provides an orientation course for entering students. During this 
course, students have been requested to complete the Guilford-Ziumerman 
Temperament Survey. Scores from this test, or inventory of personality 
traits, have been provided to the departmental selection comnittee, 
at the time students apply for admission to teacher education. 
A purpose of this study was to investigate personality traits, as 
measured by the Guilford-Zimmerman Tenq>erament Survey, as predictors 
of success in teaching vocational agriculture in Iowa. 
The Guilford-Zimmerman Personality Survey was developed by its 
authors, J. P. Guilford and Wayne S. Zimmerman (15), as a single 
instrument designed to obtain comprehensive pictures of individual 
personalities. The term "survey" was chosen by the authors because the 
test is designed to obtain general assessments of ten personality traits. 
The traits measured are described by the authors as general activity, 
restraint, ascendance, sociability, emotional stability, objectivity, 
friendliness, thoughtfulness, personal relations, and masculinity. 
The inventory consists of 300 items, 30 for each trait. Items are 
stated affirmatively. Examples, as cited in the manual for the inventory 
are: "You like to play practical jokes on others" and "Most people are 
out to get more than they give" (15, p. 4). The authors describe the 
instrument as a "systematic, impersonal interview which can be scored." 
Individuals taking the test are asked to respond by indicating a "Yes", 
"?", or "No"' to each statement. Responses were scored as +1 or 0 only. 
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Responses of "?" were always scored as zero. High scores for traits 
indicate positive qualities, while low scores indicate negative qualities. 
The authors state that extremely high scores do not always indicate 
the best adjustment, but extremely low scores are likely to indicate 
trouble. 
Norm data for males for the Guilford-Zimmerman Temperament Survey 
were obtained from scores of 523 college men, who ranged in age from 
18 to 30 years, with a mean of approximately 23 years. 
Abbreviations, formed by capitalization of the first letter of 
the name of the trait, have been used by Guilford and Zimmermann 
and will also be used in discussing the findings of this study. 
Means and standard deviations of the trait scores, as obtained for 
men from the norm group are listed in the manual (15, p. 7) and are 
presented in Table 23. 
Intercorrelations of the ten trait scores, as reported by Guilford 
and Zimmerman are presented in Table 24. They reported all intercorrela-
tion scores as "gratifyingly low" with the exception of those found 
between S (sociability) and A (ascendance) and between E (emotional 
stability) and 0 (objectivity). 
The most desirable time to be able to predict success in teaching 
would be when ^he individual first begins to seriously consider this 
vocation. At Iowa State University, students who apply for admission 
to teacher education usually do so near the completion of their sophomore 
year. Applications of those who wish to qualify to teach vocational 
agriculture are evaluated by the selection committee of the Agricultural 
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Table 23. Personality traits with abbreviations, means and 
standard deviations from male norm group 
Trait Abbreviation Means Standard 
deviations 
General activity G 17.0 5.64 
Restraint R 16.9 4.94 
Ascendance A 15.9 5.84 
Sociability S 18.2 6.97 
Emotional stability E 16.9 6.15 
Objectivity 0 17.9 4.98 
Friendliness F 13.8 5.07 
Thoughtfulness T 18.4 5.11 
Personal relations P 16.7 5.05 
Masculinity M 19.9 3.97 
Education Department. 
The population of interest in this study included all persons who 
qualified to teach vocational agriculture at Iowa State University during 
the years 1956 to 1970, and who were teaching vocational agriculture in 
Iowa during January of 1972, a total of 131 individuals. Guilford-
Ziirnnerman Personality Survey scores were located for 79 men from the 
population of interest who had completed the inventory as undergraduates 
at Iowa State University. These 79 teachers of vocational agriculture 
constituted the sample for the remainder of this study. 
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Table 24. Intercorrelations of scores on the Gullford-Zinnerman 
Temperament Survey® 
G R A S E 0 F T P M 
G - - - -16 +34 +35 +34 +14 -17 +24 -03 +30 
R -16 -08 -21 408 +05 +25 +42 +14 -01 
A +34 -08 — — —  461 +35 +41 -25 -19 -04 +29 
S +35 -21 461 — +23 +36 -06 404 +18 +21 
E +34 +08 +35 +23 +69 +37 -13 +34 +37 
0 +14 405 +41 +36 +69 - - —  +34 -04 443 +32 
F -17 +25 -25 -06 +37 +34 -  -  - -03 +50 +26 
T +24 442 -19 404 -13 -04 -03 — — - +22 -12 
P -03 +14 -04 +18 +34 +43 +50 +22 -  -  - +35 
M +30 -01 +29 +21 +37 +32 +26 -12 +35 ---
^All correlations except those involving trait T are tetrachoric 
coefficients, based upon the scores of 266 lower-division college men. 
Those involving T are Pearson product-moment coefficients, based upon 
the scores of 100 men who varied as to age (17 to 50) and educational 
level. Decimal points have been omitted (15, p. 7). 
The first comparison of data obtained from the Guilford-Zimmerman 
Temperament Survey involved the mean scores obtained for each tempera­
ment trait. A null hypothesis of no difference between mean scores 
obtained by the norm group was postulated for each of the ten traits. 
The null hypotheses were tested by calculation of z-scores, which are 
presented in Table 25. 
Teachers of vocational agriculture received higher mean scores 
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Table 25. Guilford-Zimmerman Temperament Survey mean scores for 
vocational agriculture teachers and the-norm group 
Trait Vocational agriculture Norm group® z-scores 
tea£hers (N = 79) _ (N = 523) 
X SD X SD 
G 18.10 4.95 17.0 5.64 1.64 
R 18.40 4.09 16.9 4.94 2.58** 
A 17.01 5.10 15.9 5.84 1.58 
S 21.35 5.02 18.2 6.97 3.87** 
E 19.83 5.37 16.9 6.15 4.01** 
0 19.33 5.45 17.9 4.98 2.35* 
F 16.77 4.69 13.8 5.07 4.89** 
T 19.08 4.32 18.4 5.11 1.16 
P 20.68 5.13 16.7 5.05 6.51** 
M 20.34 3.64 19.9 3.97 .93 
®Norm group data from test manual (15, p. 7). Values necessary 
for significance, at the one percent and five percent levels, were 
obtained from Table 3, page 289, of Fundamental Research Statistics, 
by Roscoe (29). 
** 
Denotes significance at the one percent level. 
' f c  
Denotes significance at the five percent level. 
for all temperament traits than did the norm group. Differences between 
means scores for the teachers and the norm group, significant at the 
one percent level, were discovered for the traits of R (restraint), 
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S (sociability), E (emotional stability), F (friendliness), and P 
(personal relations). Difference in mean scores for the trait 0 
(objectivity) was found to be significant at the five percent level. 
The null hypotheses of no difference between these traits were rejected. 
No significant differences were found between means of the two 
groups for the traits of G (general activity, A (ascendance), and T 
(thoughtfulness), and the null hypotheses were retained for these 
traits. 
From the highly significant differences observed, it might be 
inferred that the Guilford-Zimmerman Temperament Survey differentiated 
undergraduate agricultural education majors from college men in general, 
on the traits of restraint, sociability, emotional stability, friendliness, 
and personal relations. 
Having demonstrated significant differences in mean scores for 
certain temperament traits between potential teachers of vocational 
agriculture and college men in general, the author wished to investigate 
differences in trait scores obtained by teachers rated as highly success­
ful and those rated as unsuccessful. Ratings of success from each 
evaluator group were standardized. The four standardized scores for 
each teacher were then combined to form a composite rating of success 
for each individual. 
Two sub-samples were formed consisting of the 20 teachers with the 
highest composite rating and the 20 teachers with the lowest rating. 
Mean scores obtained on each personality trait by the two groups are 
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presented in Table 26. 
Table 26. Mean scores on temperament traits by sub-groups 
Trait Most successful Least successful t-scores 
teachers (N = 20) teachers (N = 20) 
If SD X SD 
G 18.25 5.21 17.45 5.40 .48 
R 18.60 3.42 17.55 4.31 .85 
A 17.65 4.86 16.50 5.40 .71 
S 22.00 3.70 20.50 5.38 1.03 
E 20.64 5.19 19.70 4.48 .62 
0 19.85 5.30 19.90 4.97 .03 
F 17.45 5.42 15.75 3.77 1.15 
T 19.60 4.04 18.45 4.10 .89 
P 20.35 4.45 19.45 6.84 .49 
M 20.50 3.21 20.50 4.03 .00 
The mean scores of the most successful teachers were higher 
than those of least successful teachers on all traits except 0 
(objectivity) and M (masculinity). Significant values of t in testing 
with 19 degrees of freedom at the five and and percent level, 2.09 
and 2.54, respectively, were obtained from Wert £t al^. (38, p. 418). 
None of the observed values of t were found to be significant at the 
five percent level. 
In general, more successful teachers tended to score higher than 
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those least successful on the personality traits as measured by the 
Gui1ford-Zinraierman Temperament Survey. The differences, however, were 
not large enough to be statistically significant. The Guilford-
Zimmerman Temperament Survey does not appear to significantly dif­
ferentiate between most successful and least successful vocational 
agriculture teachers in Iowa. 
To more fully investigate possible relationships between variables 
included in this study, coefficients of correlation between 17 variables 
were calculated and are presented in Table 27. Variables included in 
the matrix are as follows: 
1. College grade-point average at end of sophomore year 
2. Temperament score for trait G (general activity) 
3. Temperament score for trait R (restraint) 
4. Temperament score for trait A (ascendance) 
5. Temperament score for trait S (sociability) 
6. Temperament score for trait E (emotional stability) 
7. Temperament score for trait 0 (objectivity) 
8. Temperament score for trait F (friendliness) 
9. Temperament score for trait T (thoughtfulness) 
10. Temperament score for trait P (personal relations) 
11. Temperament score for trait M (masculinity) 
12. Years since qualification to teach vocational agriculture 
13. Rating of success by principals 
14. Rating of success by high school instrumental music 
directors 
15. Rating of success by FFA presidents 
16. Rating of success by county extension directors 
17. Standardized composite rating of success 
Significant values of r in testing with 79 degrees of freedom at 
the five and one percent level, .22 and .29, respectively, were obtained 
from Wert et al. (38, p. 424). 
Highly significant relationships were found between various 
personality traits as measured by the Guilford-Zimmerman Temperament 
Survey. This was expected, as similar relationships were reported by 
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the authors of the instrument as revealed in Table 24. 
A positive coefficient of correlation, significant at the one 
percent level (.33) was found between the temperament score for trait 
T (thoughtfulness) and years since qualification to teach vocational 
agriculture. The conclusion might be drawn that thoughtful individuals, 
as measured by this survey, tend to remain in teaching for a greater 
number of years than do those who receive lower scores on trait T. 
The temperament score for trait T was also found to be positively 
correlated with the rating of success by high school principals. The 
coefficient of correlation (.27) was significant at the five percent 
level. It is possible that experience gained through several years of 
teaching may lead to better teacher-principal relationships, and thus, 
to a higher success rating by the principal. No other significant re­
lationships were found between scores for temperament traits and ratings 
of success. 
Highly significant positive relationships were found between 
all possible combinations of success ratings by evaluator groups, with 
the exception of no significant correlation observed between ratings 
by FFA presidents and county extension directors. The lack of a 
significant relationship between ratings of the latter two groups 
is not surprising in light of the different reasons each group con­
sidered as important to success of vocational agriculture teachers. 
FFA presidents tended to consider relationships between themselves 
and their teachers and the teachers' teaching methods as most important. 
County extension directors considered dedication and industry and com­
munity relationships as being of primary importance in the evaluation 
T.ihli' 11. Coefficients of correlation for vocational agriculture 
teachers who were graduated during 1956-1970 and 
teaching in 1972 (five percent level of significance = 
,22; one percent level of significance = .29) 
Vari­
ables a ' 2 3 4 5 6 7 8 
1 1.00 
2 - .02 1.00 
3 .10 - .09 1.00 
4 - .04 .45** .00 1.00 
5 .04 .39** .03 .76** 1.00 
6 .06 .25* .06 .52** .47** 1.00 
7 .20 .24* .06 .49** .59** .72** 1.00 
8 . 15 - .03 .18 - .04 .01 . 37** .49** 1.00 
9 - .05 . 13 . 33** .37** . 28* .10 .10 .02 
10 .05 .07 .19 .36** .28* .41** .54** .45** 
11 - .11 .06 .23* . 25* .15 .32** .37** .17 
12 .11 - .15 .13 .10 .03 .20 .20 .10 
13 - .04 .17 .15 .08 .05 .00 .11 .18 
14 - .09 - .04 .11 .03 .04 .03 .01 .16 
15 - .04 .13 -• .15 .15 .09 - .06 .06 .06 
16 - .01 .07 .05 .11 .16 .14 .05 .05 
17 - .06 .12 .06 .13 .12 .04 .05 .15 
^Variables are numbered and are as follows: 1 = college grade-
point at end of sophomore year; 2 = temperament score for trait G 
(general activity); 3 = temperament score for trait R (restraint); 
A = temperament score for trait A (ascendance); 5 = temperament score 
for trait S (sociability); 6 = temperament score for trait E 
(emotional stability); 7 = temperament score for trait 0 (objectivity); 
8 = temperament score for trait F (friendliness); 9 = temperament 
score for trait T (thoughtfulness); 10 = temperament score for trait 
M (masculinity); 12 = years since qualification to teach vocational 
^^riculture; 13 = rating of success of principals; 14 = rating of 
success by high school instrumental music directors; 15 = rating of 
success by FFA presidents; 16 = rating of success by county extension 
directors; 17 = standardized composite rating of success. 
*^Denotes significance at the one percent level. 
'Denotes significance at the five percent level. 
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9 10 11 12 13 14 15 16 17 
1 .00  
.35** 1.00 
.07 .31** 1.00 
.33** .14 .13 1.00 
.21 .14 .03 .07 1.00 
.06 .14 - .10 .15 .36** 1.00 
.19 .14 .11 - .11 .38** .31** 1.00 
.16 .16 .09 .27* .42** .37** .20 
.18 .21 .03 .14 .76** .71** .67** 
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of the teachers success. 
Positive, highly significant relationships were found between 
the composite rating of success and the rating of success by principals 
(.76), the rating of success by instrumental music directors (.67), 
the rating of success by FFA presidents (.71), and the rating of suc­
cess by county extension directors (.67). As the composite rating was 
formed by combining the standardized evaluations from all groups these 
positive and significant relationships should be expected. 
The correlation coefficient assumes that the relationship between 
variables being compared is a linear one. To insure that the degree 
of relationship between variables was not underestimated due to curvi­
linear distributions, scattergrams, or plots were constructed. 
For the measure of teaching success, the author chose to use the 
success rating by FFA presidents. This evaluator group was selected as 
being most affected by the success or failure of teachers of vocational 
agricultural. 
Ratings of success by FFA presidents were plotted versus scores 
obtained on the ten personality traits, and are presented in Figures 1 
through 10. Numerials within the figure indicate more than one score on 
the same location. An inspection of the figures provided no evidence of 
curvilinear relationships between variables. 
From an inspection of Figures 1 through 10 it may be observed that, 
for each trait, eoîre Huai r whr> received low scores on the Guilford-
Zimmerman Temperament Survey were rated as highly successful teachers by 
their students. Conversely, some individuals who scored highly on the 
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personality traits were evaluated as being unsuccessful teachers. 
If the Gull ford-Zimmerman Temperament Survey does indeed measure 
personality, it appears that no one type of personality is destined to 
be successful or unsuccessful in teaching. From the data presented in 
this study, it was concluded that the Guilford-Zimmerman Temperament 
Survey trait scores are not valid criteria for the prediction of success 
in teaching vocational agriculture in Iowa. 
Grade-point Average as a Prediction Criterion 
The criterion most commonly used by selection committees for teacher 
education is grade-point average. Inlow (17), from a study of student 
teaching practices, reported that all institutions surveyed reported 
the use of students' academic records in screening applicants for admis-
sj()n Lo teacher education programs, 
Cardozicr (6), noted that it is common practice to admit to teacher 
education programs only those students who have grade-points of at least 
2.3 or 2.5. It is the policy of the College of Education at Iowa State 
University to require a grade-point average of at least 2.3 for full 
admission to teacher education. It is possible for students to be ad­
mitted on a temporary basis with a lower grade-point average, but no one-
is permitted to student teach without achieving at least a 2.3 grade-
piiinL. Nol all educators are in agreement with this policy. 
An objective o^ this study was to examine the vaiidity of 
point average as a predictor of teaching success. Most students 
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who apply for admission to teacher education at Iowa State University 
do so near the completion of their sophomore year in college. For this 
reason, grade-point average at the end of two years of college work 
was selected for study. 
As the investigator wished to compare grade-point average with 
success in teaching, the same sample of teachers, as previously described 
in the discussion of the Guilford-Zinmerman Temperament Survey, was used. 
Briefly, the sample consisted of 79 men who had qualified to teach voca­
tional agriculture at Iowa State University during the years 1956-1970, 
and who were teaching in Iowa in 1972. 
The range of grade-point averages, taken at the end of the sophomore 
year of college, extended from 1.89 to 3.69. The mean grade-point 
average was 2.53, with a distribution standard deviation of .42. 
To examine relationships between grade-point average and success 
in teaching, these variables were included in a correlation matrix which 
is presented in Table 27. A coefficient of correlation of .22 was found 
to be necessary for significance at the five percent level from tables 
of r in Wert et al. (38, p. 424). 
Negative, but nonsignificant coefficients of correlation were 
revealed when grade-point average was compared with 1) rating of success 
by high school principals (-.04), 2) rating of success by high school 
instrumental music directors (-.09), 3) rating of success by FFA presi­
dents (-.4), 4) rating of success by county extension directors (-.01) 
and 5) composite rating of success (-.06). 
The assumption of linearity is implicit in the interpretation of 
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significance or nonsignificance for coefficients of correlation. To 
insure that a curvilinear distribution was not present, success in 
teaching, as rated by FFA presidents was plotted versus grade-point 
average, and is presented in Figure 11. An examination of Figure 11 
does not reveal a curvilinear relationship between these variables. 
To facilitate closer examination of Figure 11, horizontal lines 
were drawn, separating the distribution into approximate thirds by 
grade-point average. A vertical line was drawn at the success rating 
of 50 to separate successful and unsuccessful teachers. Approximately 
one-third of the individuals (27) included in the sample had grade-point 
averages of 2.25 or less; too low for full admission to teacher education. 
Only two individuals among this group were rated as less than average in 
teaching success by their students, whereas four teachers within the 
top scholarship grouping were rated as being below average in teaching 
success. It is interesting to note that the individual who had the 
lowest grade-point (1.89) received the highest possible rating of 
success ! 
From the data presented, it appears that grade-point average is 
not a valid criteria for the prediction of success in the teaching of 
vocational agriculture in Iowa. 
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IMPLICATIONS AND RECOMMENDATIONS 
1. As determined by this study, the most important factor con­
tributing to success in teaching vocational agriculture in Iowa is the 
ability to have good relationships with people. Selection committees, 
in reviewing applicants for admission to teacher education should 
strongly consider this ability. 
2. A review of the literature did not disclose a high degree of 
satisfaction among institutions providing teacher education with the 
use of personality measurement instruments. The Guilford-Zimmerman 
Temperament Survey was not found to provide valid criteria for the 
prediction of success in teaching vocational agriculture in Iowa. Until 
more satisfactory personality measurement instruments are developed, 
personality must be subjectively evaluated by selection committees. 
3. The qualities of industry and willingness to spend extra time 
on the job were frequently mentioned as contributing to teacher success. 
Selection committees should attempt to select for industry and dedication 
among applicants. 
4. High school students were found to be very concerned with the 
teaching methods used by their instructors and with the subject matter 
chosen for study. A high degree of importance should be placed upon 
teaching methods during teacher preparation courses. The use of varied 
and innovative methods should be stressed. 
5. It was found to be important that teachers of vocational 
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agriculture remain current in agricultural technology, and that ap­
propriate and interesting subject matter be taught. Teachers should be 
assisted in meeting these criteria of success through provision of 
insL'rvicc training opportunities and by the development of up-to-date 
teaching materials for vocational agriculture. 
6. A highly important reason for lack of success in teaching was 
unsatisfactory discipline; the lack of ability to achieve classroom 
control while maintaining a good classroom atmosphere. Inservice 
training at the local school level, centered upon discipline factors 
should be given high priority by administrators. 
7. Student teaching centers and supervising teachers should be 
chosen using as criteria: 1) the teacher's ability to relate well with 
others, 2) the teacher's industry and dedication, 3) his command of 
appropriate and current subject matter, 4) the teacher's ability to 
achieve classroom control while maintaining a good class atmosphere and 
5) school administration which supports vocational agriculture and 
provides inservice training for problem areas. 
8. Grade-point average was not found to be predictive of teaching 
success. A grade-point average of 2.3 should not be a criterion for 
acceptance into teacher education programs. 
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SUMMARY 
The purpose of this study was to investigate criteria which might 
serve as predictors of success in the teaching of vocational agri­
culture in Iowa. A secondary purpose of the investigation was to 
identify those factors which contribute most significantly to the suc­
cess, or lack of success, of teachers of vocational agriculture. 
The population of interest included all persons who qualified to 
teach vocational agriculture at Iowa State University during the years 
of 1956 through 1970 and who were teaching vocational agriculture in 
Iowa in 1972. Insufficient data were obtained concerning three in­
dividuals, resulting in a sample size of 128. The success of each 
teacher included in the sample was rated by four evaluators, comprised 
of: the high school principal, the high school instrumental music 
director, the president of the local chapter of the Future Farmers of 
America, and the county extension director. 
"Success in the eyes of one's constituency" was chosen as the 
measure of teaching success. Evaluators were requested to rate the 
success of their vocational agriculture teachers, using a numerical 
scale ranging from 99 for "highly successful" to 1 for "very unsuccess­
ful." 
In addition to the numerical success rating, each evaluator was 
requested to list his three most important reasons for rating the 
teacher as he did. Those who evaluated the success of their teachers 
as 50 or higher were asked to provide the three most important reasons 
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for the teachers* success, whereas evaluators who rated the success 
of their teachers as 49 or lower were requested to list the three most 
important reasons for lack of success. 
Data collected for each teacher, in addition to ratings of success 
and reasons for success or lack of success, included grade-point 
average at the end of his sophomore year of college and the number of 
years elapsed since his qualification to teach vocational agriculture. 
Seventy-nine individuals had completed the Guilford-Zimmerman Tempera­
ment Survey as underclassmen at Iowa State University. Personality 
trait scores for these men were included in the data collected. 
It was found that teachers of vocational agriculture in Iowa have 
left the profession at a rapid rate during the first few years of 
teaching. Mean years elapsed since qualification to teach was less 
than five for over 50 percent of the sample, and the sample did not 
include first-year teachers. 
It was concluded that high school principals, as a group, were well 
satisfied with the teachers of vocational agriculture in their school 
systems. The range among teacher success ratings by high school 
principals extended from 20 to 99, with a distribution mode and median 
of 75 and a mean of 74.95. Only 13 of the teachers were considered to 
be below average by their principals, whereas 11 teachers received 
the highest possible rating. 
Reasons for success in teaching vocational agriculture, most com­
monly cited by principals included: 1) the ability to maintain good 
interpersonal relationships with others, including students, staff, and 
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other adults, 2) dedication and industry, and 3) command of subject 
matter. 
Principals most commonly cited "unsatisfactory discipline" as a 
reason for lack of success in teaching, followed by: 1) inability to 
relate to students, 2) lack of organization, and 3) lack of interest 
in the entire school program. 
Instrumental music directors, as a group, provided the highest 
rating of the success of the teachers, with a mean rating of success 
of 82.7 on a 99 to 1 scale. Statistical analysis proved this mean to 
be significantly higher than the ratings of other evaluator groups. 
Only 6.3 percent of the instrumental music directors rated the teachers 
of vocational agriculture within their school systems as being below 
average, whereas 46.9 percent evaluated the success of their teachers 
as 90 or above. 
Reasons for success most often cited by instrumental music directors 
included: 1) the ability to maintain good Interpersonal relations with 
others, including students, staff, and other adults, 2) dedication and 
industry, and 3) motivational factors. Lack of satisfactory discipline 
was the only reason cited at least five times by this group as signifi­
cantly contributing to failure of the vocational agriculture teachers. 
FFA presidents were chosen as student evaluators because their 
position of leadership demands a close association with their teacher 
of vocational agriculture. The students used the entire range of the 
success rating scale. The mean rating by students was 74.28, almost 
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identical to that of the principals. Reasons for success, as advanced 
by FFA presidents, differed greatly from those of the principals, how­
ever. Most commonly listed was the ability to maintain good teacher-
student relationships, followed by: 1) responses categorized as teaching 
methods, and 2) dedication and industry. Apart from student-teacher 
relationships, FFA presidents did not recognize as important the 
teachers' ability to maintain good interpersonal relationships with 
others. 
Reasons cited several times by FFA presidents as contributing to 
their teachers' lack of success included: 1) boring teaching methods, 
2) wants everything his own way, 3) disorganized and often unprepared, 
4) inability to maintain satisfactory discipline, 5) lack of ability 
to get along with students, and 6) out-of-date teaching materials. It 
was noted that many of the reasons for lack of success dealt with 
teaching methods and materials; an area where teacher preparation courses 
can make a significant contribution. 
County extension directors were chosen to provide a broad, com­
munity-wide evaluation of the agriculture teachers. From a mean success 
rating of 72.1, it was surmised that the majority of county extension 
directors were favorably impressed by the work of vocational agriculture 
teachers in their counties. Reasons cited by this group as being im­
portant to success in teaching agriculture included: 1) community 
relations including cooperation with other organization, 2) dedication 
and industry, and 3) relationships with staff and adults. Demonstrated 
success of the teachers was often mentioned by county extension directors. 
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Reasons most commonly cited for failure of vocational agriculture 
tcachors included: 1) failure to be involved in community activities, 
2) failure to keep up-to-date in technology, and 3) lack of drive and 
follow through. 
A high proportion of the reasons given both for the success of 
teachers of vocational agriculture and for their lack of success were 
related to interpersonal relationships. Personality traits, as measured 
by the Guil ford-Zimmerman Temperament Survey, were investigated to 
determine their value as predictors of success. As the most desirable 
time to predict success in teaching is early in the student's collegiate 
program, only trait scores obtained by students as undergraduates were 
included in the study. 
For each personality trait, a null hypothesis of no difference 
between mean scores of vocational agriculture teachers and the norm 
group was postulated. Teachers of vocational agriculture received higher 
mean scores for all temperament traits than did the norm group which 
consisted of 523 male college students. Differences, significant at 
the one percent level, were discovered for the traits of R (restraint), 
S (sociability), E (emotional stability), F (friendliness) and P (personal 
relations). Difference in mean scores for the trait Ô (objectivity) was 
found to be significant at the five percent level. The null hypotheses 
of no differences between these traits were rejected. It was concluded 
( l>;i( rhc Cuilfnrd-Zimmerman Temperament Survey differentiated under­
graduate agricultural education majors from college men in general on 
tliese traits. 
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Ratings of success from each evaluator group were standardized 
and combined to form composite ratings of success for each teacher. 
Two sub-samples were formed consisting of the 20 teachers with the 
highest success ratings and the 20 teachers with the lowest success 
ratings. 
The mean scores of the most successful teachers were higher than 
those of least successful teachers on all traits except 0 (objectivity). 
However, none of the observed differences proved significant at the 
five percent level. It was concluded that the Guilford-Zimmerman 
Temperament Survey does not appear to significantly differentiate between 
most successful and least successful vocational agriculture teachers in 
Iowa. 
Coefficients of correlation between 17 variables including tempera­
ment trait scores, success ratings, grade-point average, and years since 
qualification to teach vocational agriculture were calculated. As 
expected, highly significant relationships were found between various 
personality traits. A positive relationship, significant at the one 
percent level, was found between the temperament score for trait T 
(thoughtfulness) and years since qualification to teach vocational 
agriculture. The temperament score for trait T was also found to be 
positively correlated with the rating of success by high school princi­
pals, significant at the five percent level. No other significant re­
lationships were found between scores for temperament traits and ratings 
of success. 
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To insure that the degree of relationship between variables being 
compared was not underestimated due to curvilinear distributions, 
scattergrams or plots were constructed. No evidence of such relation­
ships were evident. It was concluded that the Guilford-Zimnerman 
Temperament Survey trait scores are not valid criteria for the predic­
tion of success in teaching vocational agriculture in Iowa. 
An objective of this study was to examine the validity of grade-
point average as a predictor of teaching success. Grade-point average 
at the end of two years of college was selected for study. The range 
of grade-point averages extended from 1.89 to 3.69, with a mean of 2.53. 
To examine relationships between grade-point average and success 
in teaching, these variables were included in the correlation matrix. 
Negative, but nonsignificant coefficients of correlation were revealed 
when grade-point average was compared with the teachers' success rating 
by each evaluator group. To insure that a curvilinear relationship was 
not present, success in teaching, as rated by FFA presidents was plotted 
versus grade-point average. No curvilinear relationship was evident 
from the plot. 
It was observed that approximately one-third of the individuals 
had grade-point averages of less than 2.3 at the end of their sophomore 
year of college. Only two individuals from this group were rated as 
less than average in teaching success by their students, whereas four 
teachers within the top one-third in scholarship were so rated. It 
was observed that the individual who had the lowest grade-point (1.89) 
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received the highest possible rating of teaching success. It was con­
cluded that grade-point average is not a valid criterion for the pre­
diction of success in the teaching of vocational agriculture in Iowa. 
The following recommendations were made: 
1. Selection committees, in reviewing applicants for teacher 
education should strongly review the students ability to maintain 
good relationships with people. 
2. Until more satisfactory personality measurement instru­
ments are developed, personality must be subjectively evaluated by 
selection committees. 
3. Selection committees should attempt to select for the 
qualities of industry and dedication among applicants. 
4. A high priority should be placed upon teaching methods 
during teacher preparation courses. The use of varied and innovative 
methods should be stressed. 
5. Teachers should be assisted in remaining current in 
agricultural technology and in teaching methods through the provision 
of inservice training opportunities and development of u/-to-date 
teaching materials for vocational agriculture. 
6. Inservice training at the local school level, centered 
upon discipline factors, should be given high priority by local 
administrators. 
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7. Student teaching centers should be chosen on the basis 
of the supervising teacher's possession of the criteria necessary 
for success as determined by this study. 
8. A grade-point average of 2.3 should not be a criterion 
for acceptance into teacher education. 
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APPENDIX 
I O W A  S T A T E  U N I V E R S I T Y  
O F  S C I E N C E  A N D  T E C M N O L O G V  
Ames, Iowa &0010 
March 28, 1972 
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Dear 
The primary purpose of the Agricultural Education Department at Iowa State 
University is to provide education for future Vocational Agriculture teachers. 
We know that certain graduates do an outstanding job while others do not. 
It would be of great value if college students could determine ahead of time 
their probability of being successful teachers. With data we already have in the 
records of each graduate, and the statistical analysis possible through the use 
of computers, we feel it is now possible to predict success. 
Our plan is to identify successful teachers, study many possible factors 
which may contribute to success, and identify those factors which really do. 
Prospective teachers who possess these same factors should have a high probability 
of success. 
To accomplish this goal we are lacking one thing; an evaluation of how success­
ful each present teacher is. We are asking four people in each school district. 
Including you, the high school principal, to evaluate their Vocational Agriculture 
teacher. This Information will be held completely confidential, coded into the 
computer only as numbers. Neither your Vo-Ag teacher nor anyone else, except a dis­
interested computer programmer, will ever see the information. 
The entire study is dependent upon the honesty and accuracy of your evaluation. 
Please evaluate how successful your Vocational Agriculture teacher, Mr. 
is, using a numerical scale from 99 for "highly successful" to 1 for "very unsuccess­
ful." Use the word descriptions to guide you in assigning a numerical value. You 
may assign any number between 99 and one. 
Highly Successful Above Average Average Below Average Very Unsuccessful 
99 75 50 25 1 
I evaluate the success of this teacher as . 
(Number) 
We are also interested in the criteria different groups associate with success. 
If you have rated your teacher 50 or higher, please list the three most Important 
reasons for his success. If you have rated him 49 or lower, please list the three 
most Important reasons for his lack of success. 
1 .  
2 .  
3. 
Your reply is especially important as all four evaluations of each teacher are 
needed. Please thoughtfully complete this form and immediately return it in the 
enclosed envelope. Thank you! 
John Bode 
Ag Administration 
I O W A  S T A T E  U N I V E R S I T Y  
O F  S C I E N C E  A N D  T E C H N O L O G Y  
Ames. Iowa eooio 
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Dear 
The primary purpose of the Agricultural Education Department at Iowa State 
University is to provide education for future Vocational Agriculture teachers. 
We know that certain graduates do an outstanding job while others do not. 
It would be of great value if college students could determine ahead of time 
their probability of being successful teachers. With data we already have in the 
records of each graduate, and the statistical analysis possible through the use 
of computers, we feel it is now possible to predict success. 
Our plan is to identify successful teachers, study many possible factors 
which may contribute to success, and identify those factors which really do. 
Prospecltve teachers who possess these same factors should have a high probability 
of success. 
To accomplish this goal we are lacking one thing; an evaluation of how success­
ful each present teacher is. We are asking four people in each school district, 
including you, the instrumental music teacher, to evaluate their Vocational Agri­
culture teacher. This information will be held completely confidential, coded into 
the computer only as numbers. Neither your Vo-Ag teacher not anyone else, except 
a disinterested computer programmer, will ever see the information. 
The entire study is dependent upon the honesty and accuracy of your evaluation. 
Please evaluate how successful your Vocational Agriculture teacher, Mr. 
is, using a numerical scale from 99 for "highly successful" to 1 for "very unsuccessful". 
Use the work descriptions to guide you in assigning a numerical value. You may assign 
any number between 99 and one. 
Highly Successful Above Average Average Below Average Very Unsuccessful 
99 75 50 25 1 
I evaluate the success of this teacher as . 
(Number) 
We are also interested in the criteria different groups 
If you have rated your teacher 50 or higher, please list the 
reasons for his success. If you have rated him 49 or lower, 
most important reasons for his lack of success. 
1. 
2 .  
3 
Your reply is especially important as all four evaluations of each teacher are 
needed. Please thoughtfully complete this form and immediately return it in the 
enclosed envelope. Thank you! 
associate with success, 
three most important 
please list the three 
John Bode 
Ag Administration 
I O W A  S T A T E  U N I V E R S I T Y  
O F  S C I E N C E  A N D  T E C H N O L O G Y  
Ames, Iowa 50010 
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Dear 
The primary purpose of the Agricultural Education Department at Iowa State 
University is to provide education for future Vocational Agriculture teachers. 
We know that certain graduates do an outstanding job while others do not. 
It would be of great value if college students could determine ahead of time 
their probability of being successful teachers. With data we already have in the 
records of each graduate, and the statistical analysis possible through the use 
of computers, we feel it is now possible to predict success. 
Our plan is to identify successful teachers, study many possible factors 
which may contribute to success, and Identify those factors which really do. 
Prospective teachers who possess these same factors should have a high probability 
of success. 
To accomplish this goal we are lacking one thing; an evaluation of how success­
ful each present teacher is. We are asking four people in each school district, 
including you as an FFA officer, to evaluate their Vocational Agriculture teacher. 
This information will be held completely confidential, coded into the computer only 
as numbers. Neither your Vo-Ag teacher nor anyone else, except a disinterested 
computer programmer, will ever see the information. 
The entire study is dependent upon the honesty and accuracy of your evaluation. 
Please evaluate how successful your Vocational Agriculture teacher, Mr. 
is, using a numerical scale from 99 for "highly successful" to 1 for "very unsuccessful" 
Use the word descriptions to guide you in assigning a numerical value. You may assign 
any number between 99 and one. 
Highly Successful Above Average Average Below Average Very Unsuccessful 
99 75 50 25 1 
I evaluate the success of this teacher as . 
(Number) 
We are also interested in the criteria different groups associate with success. 
If you have rated your teacher 50 or higher, please list the three most important 
reasons for his success. If you have rated him 49 or lower, please list the three 
most important reasons for his lack of success. 
1. 
2 .  
3. 
Your reply is especially important as all four evaluations of each teacher are 
needed. Please thoughtfully complete this form and immediately return it in the 
enclosed envelope. Thank you! 
John Bode 
Ag Administration 
I O W A  S T A T E  U N I V E R S I T Y  
O F  S C I E N C E  A N D  T E C M N O L O a v  
Ames, Iowa BOOIO 
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Dear 
The primary purpose of the Agricultural Education Department at Iowa State 
University is to provide education for future Vocational Agriculture teachers. 
We know that certain graduates do an outstanding job while others do not. 
It would be of great value if college students could determine ahead of time 
their probability of being successful teachers. With data we already have in the 
records of each graduate, and the statistical analysis possible through the use 
of computers, we feel it is now possible to predict success. 
Our plan is to identify successful teachers, study many possible factors 
which may contribute to success, and identify those factors which really do. 
Prospective teachers who possess these same factors should have a high probabil­
ity of success. 
To accomplish this goal we are lacking one thing; an evaluation of how success­
ful each present teacher is. We are asking four people in each school district, 
to evaluate each Vocational Agriculture teacher, and we feel that you, as a County 
Extension Director, are most qualified to provide general community evaluation of 
those teachers in your county. This information will be held completely confidential, 
coded into the computer only as numbers. Neither your Vo-Ag teacher nor anyone else, 
except a disinterested computer programmer, will ever see the information. 
The entire study is dependent upon the honesty and accuracy of your evaluation. 
Please evaluate how successful your Vocational Agriculture teacher, Mr. 
is, using a numerical scale from 99 for "highly successful" to 1 for "very unsuccess­
ful." Use the word descriptions to guide you in assigning a numerical value. You may 
assign any number between 99 and one. 
Highly Sucessful Above Average Average Below Average Very Unsuccessful 
99 75 50 25 1 
I evaluate the success of this teacher as . 
(Number) 
We are also interested in the criteria different groups 
If you have rated your teacher 50 or higher, please list the 
reasons for his success. If you have rated him 49 or lower, 
most important reasons for his lack of success. 
1. 
2 .  
3. 
Your reply is especially important as all four evaluations of each teacher are 
needed. Please thoughtfully complete this form and immediately return it in the 
enclosed envelope. Thank you! 
John Bode 
Ag Administration 
associate with success, 
three most important 
please list the three 
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I O W A  S T A T E  U N I V E R S I T Y  
OP SCIENCE ANO TECHNOLOOV 
Ames. Iowa sooio 
COLLEGE or  AORICULTURE 
EXPERIMENT STATION •  eXTCNSION SERVICE 
April 27, 1972 
Dear 
We really need your help to complete our study of teacher 
success and would certainly appreciate your evaluation of your 
Vo Âg teacher. 
Just in case you have misplaced your form, another is 
enclosed. 
The results of this study should lead to a better education 
for Vo Ag teachers here at Ames. Thanks for your part in working 
to improve Vocational Agriculture. 
Sincerely, 
John Bode 
Ag Administration 
JB:dl 
APPLICATION FOR A^l^ SSlON TO TEACHER EDUCATION 
Soc. ber. No. Name : 
(I-IO) (11-33) Last First Middle 
Quarter seeking admission to Teacher Education: F W S SS 
(Circle one) Ye v 
Tentative date for student teaching: F W S SS 
(54-57) (Circle one) Year 
M.-ijor Minor 
Teaching Field: Teaching Field (if any) 
(59-(>7) (68-75) 
Quarter of expected graduation or certification: F U S SS 
(76-79) Year 
l.ocal Address Phone 
Permanent Address Phone 
Classification: Fr. So. Jr. Sr. Sp. Advisor: 
(Circle one) 
Total credits earned Credits at I SU Cum. CPA 
Are there any physical emotional, or mental factors that you feel may affect teaching? 
Yes No . If yes, explain: 
PERSONAL iJATA: 
Single: Married: Number of Children: 
U.I te of birth: Piac# of birth: 
Occupation ot father: Mother: 
Hl&h School attended : H.S. Average; 
Years ot Farm Experience: (a) with parents: (b) Independent: 
Years in H.S. Vocational Agriculture; Years in 4-H: 
WiRh School Activities and Honors : 
College Activities and Honors: 
Church Membership and Participation 
kj  /  17 ^ te.  » m 
Percenrage ol expenses ermed while attending college: 
KMI'UIVMWT EXPERIENCE 120 
(• 11 iii-r,;tiiie ,'0(1 .iddress Type of Work Full or Part-Time Number of Moiu;i.. 
Write a short paragraph on the topic: "Why I Want to Teach". 
MAKE NO ENTRIES BELOW THIS LINE 
ACT Composite 
MSAT 
Silent Rending Scores: 
Speed 
Comprehension 
English Placement 
Mathematics Placement 
Strong Vocational Interest Inventory 
(A fit B range) 
GILFORD-ZIMMERMAN TEMPERAMENT SURVEY 
C Score 
General Activity 
Restraint 
Ascendence 
Sociability 
Emotional Stability 
Objectivity 
Friendliness 
Thoughtfulness ' 
Personal Relations 
Masculinity 
Selection Committee 
Recommendation : 
Admit 
Tent. Admit 
College Teacher Ed. 
Comm. Recommendation: 
Admit 
Tent. Admit 
Academic Standards 
Committee: (Ht)) 
Ad mi t (F) 
Tent. Admit (T) 
Re lect 
H o l d  
Re)ect 
Hold 
Reject 
NOTIFIED 
